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5 CCR § 53602 Advancing Diversity, Equity,
Inclusion, and Accessibility in Evaluation and
Tenure Review Processes.

» (a) District governing boards shall adopt policies for the evaluation of
employee performance, including tenure reviews, that requires
demonstrated, or progress toward, proficiency in the locally-developed DEIA
competencies or those published by the Chancellor pursuant to section 53601.

» (b) The evaluation of district employees must include consideration of an
employee's demonstrated, or progress toward, proficiency in diversity,
equity, inclusion, and accessibility DEIA-related competencies that enable
work with diverse communities, as required by section 53425. District
employees must have or establish proficiency in DEIA-related performance to
teach, work, or lead within California community colleges.
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(C
college employment, districts shall:

>

>

) To advance DEIA principles in community

(1) include DEIA competencies and criteria as a minimum standard for evaluating
the performance of all employees;

(2) ensure that evaluators have a consistent understanding of how to evaluate
employees on DEIA competencies and criteria;

(3) set clear expectations regarding employee performance related to DEIA principles,
appropriately tailored to the employee’s classification;

(4) place significant emphasis on DEIA competencies in employee evaluation and tenure
review processes to support employee growth, development, and career advancement;

(5) ensure professional development opportunities support employee development of
DEIA competencies that contribute to an inclusive campus and classroom culture and
equitable student outcomes;

(6) ensure an evaluation process that provides employees an opportunity to
demonstrate their understanding of DEIA and anti-racist competencies.

(7) include proposed or active implementation goals to integrate DEIA principles as a
part of the district’s Equal Employment Opportunity Plan required by section 53003.



Purpose of the Evaluation Process

» The employee evaluation process is designed to promote professional growth
and enhance teaching and service effectiveness.

» Evaluations provide constructive feedback to support continuous
improvement and excellence in student learning.

» The process fosters reflection, dialogue, and mentorship, aligning with the
District’s mission and values.

» Evaluations are not disciplinary tools—they are developmental instruments
that recognize strengths and identify opportunities for growth.



Presenter Notes
Presentation Notes
Thank you, Dr. Lara, for the overview on the statewide DEIA competencies and how they show up in daily practice.
�Before we wrap up this training, I would like to take a few moments to hopefully connect this work to our evaluation process

Evaluations are one of the key tools we use to support growth, reinforce expectations, and recognize the contributions of our employees.

Evaluations provide constructive feedback, reflection, and dialogue so employees can continue learning and developing.

The process aligns our work with the District’s mission and values, including equity and student success.

Evaluations are not disciplinary. They are meant to recognize strengths and identify areas for improvement.



Professional Growth Through DEIA in
Evaluations

» Evaluations across all employee groups promote professional growth, reflection,
and continuous improvement.

» They advance the District’s commitment to diversity, equity, inclusion,
accessibility, and student success.

» All employees are encouraged to demonstrate:
» Cultural humility and responsiveness
» Equity-minded and inclusive practices
» Respectful, transparent communication
» Collaboration and mentorship that foster belonging

» Accountability and reflection to strengthen our culture

» Goal:
Ensure every evaluation for faculty, classified, and management supports
equitable practices and recognizes contributions that enhance learning, service,
and leadership across YCCD.




Resources

» CCCCO DEIA Website

» CCCCO Diversity, Equity and Inclusion Competencies and Criteria
Recommendations

» DEIl in Curriculum: Model Principles and Practices

DEI in Curriculum:
Model Principles and Practices
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Presenter Notes
Presentation Notes
Commissioned by the California Community College Curriculum Committee (5C) in partnership with the Student Senate for California Community Colleges, the Academic Senate for California Community Colleges and the California Community College Chief Instructional Officers developed a useful chart mapping traditional practices to Equity Principles, Culturally Responsive Classroom Practices and developed culturally responsive practices for curriculum committees for local senates.

There are several resources available, developed by the 5C, and we encourage you to review these to help increase your understanding and familiarity of the DEIA competencies.  

The links on the screen offer statewide guidance from the State Chancellor’s Office and Academic Senate.
�They include DEIA competencies, recommended practices, and tools that colleges can use to support equity-minded instruction and curriculum.
�All of these resources are public and updated regularly, so employees can access them anytime.  We will also link these resources on the HR Evaluation webpage.

https://go.boarddocs.com/ca/cccchan/Board.nsf/files/C8FVAS7FD746/$file/dei-competencies-criteria-a11y.pdf
https://go.boarddocs.com/ca/cccchan/Board.nsf/files/C8FVAS7FD746/$file/dei-competencies-criteria-a11y.pdf
https://go.boarddocs.com/ca/cccchan/Board.nsf/files/C8FVAS7FD746/$file/dei-competencies-criteria-a11y.pdf
https://www.cccco.edu/-/media/CCCCO-Website/docs/guidance-instruction/ccc-deia-in-curriculum-model-principles-and-practices-June-2022.pdf?la=en&hash=5A173EAAEEFA14FFA05745B65A4732DECDEFE3B1
https://www.cccco.edu/-/media/CCCCO-Website/docs/guidance-instruction/ccc-deia-in-curriculum-model-principles-and-practices-June-2022.pdf?la=en&hash=5A173EAAEEFA14FFA05745B65A4732DECDEFE3B1

Equity Principle
Supporting research may
be found at the end of this
document.

Traditional
Educational
Practice

Supporting research may
be found at the end of
this document.

* One dominant culture
represented in
textbooks and course
materials.

* Represent multiple
cultures in textbooks and
course materials.

« Use low-cost and zero-
+ High cost of course cost texthooks/materials.
textbooks and

. * Use open educational
materials.

resources,

Use asset-minded and
decolonized language.

+ Student-facing .
documents and
descriptions focused
on deficit-minded

language.

Culturally Responsive Classroom Practices

All faculty have the opportunity to engage in
conversations about equity-minded practices within the
context of their disciplinary expertise and curricular
practices and such practices may include but are not
limited to the following:

= Select textbooks and course materials that include
multiple perspectives and diverse representation
from varied racial, ethnic, sex, gender, sexuality,
socioeconomic status, religion, age, and abilities
perspectives.

= Explore and select open educational resources and
low-cost textbooks and materials for a reduction of
costs when feasible.

= Ensure textbooks and materials are accessible.

» Enhance textbook selections with additional
supplemental materials that ensure the above equity
frameworks and principles in decision-making are
prioritized and addressed.

» For additional resources for effective inclusion,
diversity, equity, antiracism textbook and resource
audits—see ASCCC OERI Inclusion, Diversity, Equity,

i -Racism (IDEA) F ]

« Shift language from impersonal verbiage and
descriptions to warm, culturally responsive content.

+ Reword language from a colonized mindset to an equity
mindset (e.g., colonized vs colonial; enslaved instead of
slaves).

+ Collaborate with student services faculty and classified
professionals to prioritize student needs in a more
hands-on, holistic approach that addresses the whole
student.

Culturally Responsive Practices for
Curriculum Committees and Local Senates

Curriculum committees and senates have the
opportunity to engage in equity-minded review
processes of curriculum that may include but are not
limited to the following:

= Review textbook and course material selections
for inclusion of multiple perspectives and diverse
representation from varied racial, ethnic, sex, gender,
sexuality, sociceconomic status, religion, age, and
ahilities perspectives; and provide feedback and
guidance.

= Encourage and incentivize reduction of textbook and
material costs (via reviews of units, textbook costs,
and other materials).

= Ensure textbooks and materials are accessible.

= Model, encourage and incentivize inclusion of
additional supplemental materials that ensure the
above equity frameworks and principles in decision-
making are prioritized and addressed.

« Examine equity-minded language continuity in
documents that are front-facing to ensure culturally
responsive practices such as in course descriptions,
catalogues, course outlines of record, websites, and
policies.

+ Review documents for language and descriptions that
may be impersonal and shift descriptions to be warm
and culturally responsive.

» Recommend and model rewording language from a
colonized mindset to equity mindset.


Presenter Notes
Presentation Notes
This is an example of one of the resources.  This chart shows examples of how traditional practices can shift toward more equity-minded and culturally responsive instruction.�
It provides practical strategies for selecting materials, reviewing curriculum, and supporting student needs.�
These are recommendations that help colleges improve representation, accessibility, and student success in the classroom.


Self Study - Equity Reflection

Diversity. Equity, Inclusion. and Accessibility:
Discuss your understanding of YCCD Diversity, Equity, Inclusion, and Accessibility (DEIA) and anti-racist
competencies as it relates to your field and the college and distnct communities.

Please descrnbe how you incorporate DEIA competencies in the performance of your assignment to support

and remove barmers to student success. Below is a list of activities you might consider discussing:

Curriculum review related to anti-racism, decolonization, and equity

Participation in anti-racism and equity related workshops/institutes

Review of materials and best practices for equity in your field

Use of student success data disaggregated by race, ethnicity, and gender to inform strategies to

improve equitable student outcomes and success

e. Contrnbutions made to create an inclusive learning and working environment through DEl and anti-
racism research, utilization of race-conscious pedagogy, etc.

How have you used and/or how will you use these understandings to improve your practice and/or help close
opportunity gaps?

ar oW



Presenter Notes
Presentation Notes
So now, let’s review how these DEIA competencies show up in the YCCD evaluation process.  

This is an example of the self-study/equity reflection portion of the current PT and FT Faculty evaluation forms (they may differ slightly).  

This part of the evaluation may look new to our classified and management colleagues. 

The self-study provides each person a chance to reflect on their understanding of DEIA and how those practices show up in their work.
�The prompts ask employees to describe how they support equity, reduce barriers for students, or engage in professional development that strengthens inclusive teaching or service.
�The list on the slide offers examples to help guide the reflection, such as curriculum review, using disaggregated data, or contributing to an inclusive learning environment. Employees do not need to address every item, including the data, as these are simply ideas to help people think about their work.
�The goal is reflection and growth. Employees can share what they are already doing and what they hope to implement in the future.
�This self-study has been part of part-time faculty evaluations since fall 2024, and it is now included in full-time faculty evaluations as well.
�The District is working on a strategy to create YCCD-specific DEIA competencies. Until that process is complete, we will continue using the statewide DEIA competencies presented today.
�We are also planning to incorporate DEIA competencies into classified and management evaluations in the future, so the entire organization is aligned.


EXHIBIT D.3.A - FORM FT-2A, OBSERVATION REPORT FORM
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Form FT-2A
Observation Report Form
Full-Time Faculty
(Not Fully Online Section)

MName of Person Being iator-

Evaluated: Eval '

Course: Section Number:
Time of Observation: Date: Maodality:

PERFORMANCE INDICATORS

comprehension.

Criterion

a. Organized, clear, and accurate explanation of key
of Assignment concepts, principles, and relevant examples to aid in

MNeeds
improvement

88
g8
a 8

Satisfactory
Unsatisfactory

b. Uses a vanety of strategies and supplemental resources
to respond to the diverse needs of leamers.

B R e e M e e

i .
3. Professional a. Fulills flex requirements and leverages professional
Growth obligation time to further excellence in work assignments.

b. Maintains current knowledge in the field while innovating
or adopting new educational practices.

¢. Demonstrates understanding of YCCD Diversity, Equity, Inclusion, and Accessibility
(DEIA) and anti-racist competencies through self-evaluation.

O shows Proficiency

1 Meeds Improvement



Presenter Notes
Presentation Notes
This slide shows where the self-study and equity reflection connects to the final observation report form for both PT and FT Faculty.
�In the Professional Growth section, evaluators note whether the employee demonstrates understanding of DEIA and anti-racist competencies through self-evaluation.
�The self-study is meant to recognize strengths, document growth, and identify areas where support or professional development might be helpful as related to DEIA and anti-racist competencies.
�The purpose of the evaluation process, including the self-study, is to support continuous improvement, reflection, and student success.


Example Response 1

As a History instructor, | view Diversity, Equity, Inclusion, and Accessibility (DEIA)
and anti-racist competencies as essential to teaching and learning in my field.
Understanding how systems of power and identity shape historical narratives

helps ensure that all students see themselves and their communities represented
in the curriculum.

This year, | transitioned to Zero-Cost Textbook (ZCT) materials to remove
financial barriers for students and evaluated multiple open resources to ensure
diverse perspectives were included across racial, ethnic, gender, religious, and
socioeconomic backgrounds. | also updated my syllabus to acknowledge that
social and cultural identities influence how history is communicated and
interpreted, inviting students to explore and challenge differing viewpoints
through assignments and discussions.

To improve accessibility, | completed the “Digital Accessibility for the Modern
Workplace” course, applying inclusive design principles to my materials.
Collectively, these actions reflect my ongoing commitment to DEIA by fostering
an equitable, accessible, and inclusive learning environment that supports
student success.



Presenter Notes
Presentation Notes
As discussed previously, the self-study provides each person a chance to reflect on their understanding of DEIA and how those practices show up in their work.  An example response might look like this.  I won’t read it for the sake of time, but we can see that this response demonstrates:

Cultural Competency – we notice an ongoing awareness and recognition of racial, social, and cultural identities with fluency regarding their relevance in creating structures of oppression and marginalization. 
Self-reflection
Self-improvement – the faculty member addresses their need to improve their knowledge of accessibility
Diversity, Equity and Inclusion Pedagogy & Curriculum



Example Response 2

As a Career Technical Education instructor, | view Diversity, Equity, Inclusion, and
Accessibility (DEIA) as essential to creating equitable pathways into technical fields.
While my program demonstrates strong racial and ethnic diversity, a review of three
years of student success data revealed a persistent gender gap where female
enrollment remains low, and those who do enroll tend to underperform compared to
their male counterparts.

In response, | reached out to several current and former female students to better
understand their experiences and the barriers they face in a predominantly male
field. Their feedback underscored the need for greater community, visibility, and
mentorship. Based on these insights, | am currently developing a peer mentorship
program that will connect all students with like-minded professionals who can offer
guidance, build confidence, and support career development.

To further inform this work, | attended a North State training hosted by the National
Institute for Women in Technology & Science and have begun collaborating with
colleagues on an outreach plan and curriculum enhancements designed to make the
program more inclusive and supportive for women entering technical careers.



Presenter Notes
Presentation Notes
This response demonstrates competency in the following:

Use of student success data to identify equity gaps: review of three years of disaggregated data and identified a persistent gender gap in enrollment and student performance reflecting an equity-minded, data-informed approach to improving student outcomes.

Removing barriers through student voice and outreach: engaging directly with current and former female students to understand their lived experiences and the obstacles they face demonstrating culturally responsive practice and an effort to remove barriers for a historically underrepresented group.

Action toward creating an inclusive environment: developed a peer mentorship program aimed at increasing belonging, confidence, and support for students, particularly women in a male-dominated field aligning with practices that create inclusive learning spaces and address opportunity gaps.

Professional growth and continued learning: instructor attended a professional training focused on gender equity and is collaborating with colleagues on curriculum and outreach improvements showing ongoing development, adoption of best practices, and commitment to equity-centered teaching.

Programmatic change rooted in DEIA principles: outreach plan and curriculum enhancements intended to make the program more inclusive and supportive reflecting proactive work to embed equity into course materials, program design, and student support structures.


Example Response 3 (Needs Improvement)

| treat all my students the same regardless of their background. | don’t see race
or gender as relevant in my classes. Everyone has the same opportunities to
succeed if they work hard. | cover the required material and grade based on
performance, so DEIA doesn’t really apply to my subject area.



Presenter Notes
Presentation Notes
⚠️ Why This Response Is Problematic
Lacks self-reflection: The response shows no evidence of analyzing data, examining barriers, or considering different student experiences.
Color-blind and gender-blind framing: “I don’t see race or gender” dismisses systemic inequities and ignores the diverse realities students face — contrary to DEIA and anti-racist competencies.
No actionable improvement: There’s no indication of professional growth, changes made, or efforts to create inclusive learning environments.
Contradicts Title 5 intent: Title 5 (§53605) requires reflection on how faculty and staff apply DEIA competencies to remove barriers—this response avoids the topic entirely.

✅ Contrast: What an Acceptable Response Demonstrates
An acceptable (or strong) response should show:
Awareness of inequities or barriers within the instructor’s discipline or classroom, or the classified professional or manager's department/position.
Evidence of data-informed reflection (examining success, retention, or participation rates).  As we further develop this process in full for our classified professionals and management, we’ll have additional conversation and discussion on data related to classified and management work.
Specific actions or strategies taken or planned to improve equity and inclusion.
And we highly encourage a tone of growth, curiosity, and accountability, rather than defensiveness or dismissal in the written self-reflection.



Questions & Answers
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