Fullerton College Faculty Senate
President’s Report, Josh Ashenmiller
6-Sep 18
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Senate roster, 2018-19
Please check this for errors. https://facultysenate.fullcoll.edu/roster/
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Council on Budget and Facilities
CBF met on 13-Aug and Vice Chancellor Fred Williams reported the final budget
numbers for 2017-18. The District finished with a balance of $86,590,676. This was an increase
of $21,546,171 over the 2016-17 ending balance. It was 34% of the 2016-17 allocation. Another
way of looking at this number: last year the District spent less than 2 out of every 3 dollars it
could have spent.
The other big news from CBF was that more faculty members took advantage of last
year’s SERP (Supplemental Employee Retirement Program) than expected, and our FTES (FullTime Equivalent Student) number was higher than expected. According to VC Williams, if you
feed these higher-than-expected numbers into the faculty hiring formula-thingy, it looks like the
District will be hiring somewhere between 60 and 70 full-time faculty members for the fall of
2019. That means hiring committees for all these faculty hires will form this year, 2018-19.
The Faculty Allocation Committee will be meeting very soon. (See p.5 below.) All
Divisions have a rep. He or she should be hearing soon from Marcus Wilson about a meeting
time and date.
3

Speaking of Faculty Hiring
The Chancellor’s Office Institutional Effectiveness Partnership Initiative (IEPI) is holding a
series of workshops this fall, in preparation for hiring season. For example, there is a “Using
Data to Build a Diverse Faculty” workshop in Riverside on 11-Sep, Irvine 19-Sep, Sacramento 24Sep, San Jose 28-Sep. At least that last one is on a Friday. There are also workshops about the
new funding formula, guided pathways, etc.
Deets: http://iepi.cccco.edu/professional-development
4

No-confidence votes
In the past few months, Academic (Faculty) Senates at the following colleges have
passed resolutions of no-confidence in California Community Colleges Chancellor, Eloy Oakley.
Their stated reasons are pretty much the same: “lack of transparency and collegial
consultations,” “lack of access to the State Chancellor,” “excluding faculty leadership groups
from meetings,” etc. Some list specific grievances: the termination of the common assessment
test, the new fully online college, the new performance-based funding model, AB 705
implementation.
Allan Hancock College, De Anza College, East L.A. College, Glendale College, San Diego
Continuing Education, San Diego Mesa College
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DACA
DACA is still very much an issue for many of our students. The statewide academic
senate has well-stocked webpage of resources. As I indicated at our retreat, other colleges have
gone so far as to establish “dream centers” to assist DACA students. Maybe that would be a
good idea for Fullerton College.
ASCCC’s DACA resource page:
https://www.asccc.org/resources-daca-and-undocumented-students
5

AB 705
FC is in the throes of implementing this law, which, in case you have forgotten, requires
that colleges “maximize the probability that a student will enter and complete transfer-level
coursework in English and math within a one year timeframe.”1
There is a long history behind this legislation. If you want to read it, statewide Academic
Senate President John Stanskas co-authored a memo with Vice Chancellor Laura Hope. It’s
worth reading. I attached it to the same email this report was attached to.
There is also a new webpage hosted by the State Chancellor’s Office that helps colleges
implement AB 705 by the fall 2019 deadline.
https://assessment.cccco.edu/ab-705-implementation/
Here is the State Chancellor’s Office AB 705 FAQs:
https://www.asccc.org/sites/default/files/AB705_FAQ_030218_FINAL.pdf
While the English, Math and ESL departments have so far borne the burden of AB 705
implementation, it is now time for other departments to pay attention to how this affects their
pre-requisites. For example, many Economics and Chemistry courses list Math 40 (Intermediate
Algebra) as a pre-requisite. Because of AB 705, fewer students will be taking Math 40.
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Revision to Title 5: Credit Certificates
Effective 23-Aug, new regulations reduce the number of units that defines an
educational program, from 18 to 16 semester units (from 27 to 24 quarter units).
The units requirement for a program leading to a certificate of achievement has been
reduced from 12 to 8 semester units (form 18 to 12 quarter units).
(This, I know from nothing. So if you want a fuller story, read this:)
http://extranet.cccco.edu/Portals/1/Legal/Regs/Credit%20Certificates%202018_0724_0
1P.pdf
7

More fine print! The Disciplines List
In February, the process for formally reviewing the Disciplines List, which establishes the
minimum qualifications for the faculty of California community colleges, was initiated. This
letter serves as a notification that the ASCCC is currently accepting proposals to revise the
Disciplines List for the 2018-2019 cycle. As a reminder, the review process is now an annual
process. The deadline for submission of proposals is September 30, 2018. Proposals received
after the deadline may be held for the 2019-2020 cycle.

1

Speaking of English and math, “maximum probability” can only mean the same thing as “100%.”
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Please send this packet of materials to division/department chairs, curriculum
committee members, your senators, vice president of instruction, and anyone else that might
benefit from this information. All information noted above is available on our website by
clicking here. Information regarding the current minimum qualifications can be accessed here.
If you have any questions, please contact the statewide academic senate at
disciplineslist@asccc.org. Please indicate Disciplines List on the subject line of the email.
8

More Fine Print
You might not know it, but underlying almost everything we do is a Board Policy or a
District Administrative Procedure. If you want to disappear down a rabbit hole for a few hours,
all the BPs and APs are located here:
https://nocccd.edu/policies-and-procedures
To maintain our accreditation, we (i.e., the College, the District) have to review and
update all the BPs and APs on a regular basis. At the next District Consultation Council meeting,
on 24-Sep, DCC will be making recommendations on substantive review for BPs:
3900: Speech, Time, Place, and Manner
6620: Naming of Facilities and Properties
2745: Board Self-Evaluation
2410: Board Policies and Administrative Procedures
2740: Board Education
If you have input on these, or on any other BPs or APs that you think need attention,
please tell your friendly neighborhood Senate president, or president elect.
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Good news! FC Sustainability Committee forges ahead
Over the summer, Geography professor Aline Gregorio took seven Geography-major
students to a statewide sustainability conference in Santa Barbara. Last Friday, she met with
Pres. Schulz and me about how to present steps toward the creation of the Committee, and the
writing of the first-ever FC Sustainability Plan, to PAC on 12-Sep. Senators should anticipate
seeing this on the agenda for our 20-Sep meeting.
10
Opportunities to work with the statewide academic senate
There is still an open seat for a faculty member to serve on the California Community Colleges
Board of Governors. The deadline to apply is 10-Sep, 11:59P. Interviews 28-Sep in San Diego.
https://www.judgify.me/cccboardofgovernorsnominations
ASCCC (Academic Senate of California Community Colleges) Call for Volunteers to Serve on CTE
(Career and Technical Education) Leadership Committee.
Cheryl Aschenbach (Lassen College) is the chair and she is happy to answer questions:
caschenbach@lassencollege.edu
Here is a description of the CTE Leadership Committee:
https://www.asccc.org/directory/cte-leadership-committee
Here is the link to the ASCCC application for statewide service:
https://www.asccc.org/content/application-statewide-service
ASCCC is holding an Academic Academy: Faculty Leadership in Guided Pathways
Sept 14-15, San Francisco Airport Embassy Suites
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https://www.asccc.org/events/2018-09-14-160000-2018-09-15-210000/2018-academicacademy
The California Community Colleges Chancellor’s Office is hiring Guided Pathways Regional
Coordinators. See the job announcement for details.
http://cccgp.cccco.edu/Portals/0/GPRegionalCoordinator_ADA_final.pdf
The ASCCC Course Identification system, C-ID is looking for input from community college
faculty in the following fields:
1-Welding Technology
https://academicsenate.cmail19.com/t/y-i-kjjdtyk-l-a/
2-Film Television and Electronic Media
Send email to:
support@c-id.net
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Fullerton College
Full-Time Faculty Hiring Prioritization Timeline
Fall 2018
(Hiring Start Date of Fall 2019)
Action Item

Option 1

Details

Disbursement of Forms to Deans

August 23

Requests Due to VPI Office

September 13

List of Compiled Requests Prepared by
VPI Office

September 18

Discussion at Deans’ Council

Deans
Anonymous Individual
Recommended Rankings

Sept. 18 - 21
by noon

Immediately After Deans’ Council
Discussion, facilitated via email.

1st Draft of Recommended Hiring Ranking
List Prepared by VPI Office

September 25

To allow time for Faculty Senate to
review/approve

Faculty Senate Review/Revise/Approval
of 2nd Draft of Recommended Hiring
Ranking List

October 4

Faculty Senate Meeting

President
Review/Revise/Approval of 3rd Draft of
Recommended Hiring Ranking List

October 10

PAC Meeting

District Chancellor’s Staff
Review/Revise/Approval of
Recommended Hiring Ranking List

October 17

Chancellor’s Staff Meeting

Final District Approved Hiring List

TBD

Campus Announcement

(Tuesday prior to Senate meeting)

Prepared on 9/4/18 by Ericka Adakai | FULLERTON COLLEGE – VPI OFFICE
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DRAFT proposal:
Fullerton College Pathways Steering Committee (PSC)

Mission and Purpose
The Pathways Steering Committee (PSC) is a task force that reports to PAC. PSC was formed
following the completion of the Fullerton College Guided Pathways Year One Plan. The primary
purpose of PSC is to support the alignment of pathways and educational partnership efforts,
included but not limited to Guided Pathways, the Anaheim Pledge and the Fullerton Educational
Partnership. PSC may make recommendations to support the efficient and effective operation
of pathways. PSC will also solicit input from constituents on matters discussed by PSC related to
pathways.

Chair
There will be two co-chairs, appointed by PSC

Meetings
To be determined but initially once per month during the fall and spring semesters

Composition
(4) Faculty, including both student services and instruction
(4) Managers, including both student services and instruction
(2) Classified Professionals
(2) Students
Resource Members
Director of Campus Communications
Director of Institutional Research and Planning (or designee)
Vice President, Administrative Services
Vice President, Instruction
Vice President, Student Services
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Fullerton College Faculty Senate
17 May 2018
Proposed language:
Fullerton College
Participant Selection Process – Building User Groups
Background
Building User Groups (BUGs) are established to obtain input from intended users of new buildings and
buildings undergoing renovation. Such input is essential to help ensure facilities meet the needs and
specifications of intended users.
The purpose of this document is to formalize an agreed process for the selection of BUG participants.
BUG Participant Selection Process
Depending on the building project, there can be a wide range of intended users. Certain buildings can
have a narrow scope of users, while other buildings can have a broad range of users. For example, the
maintenance and operations building will have a narrower scope of users than will an instructional
building serving multiple disciplines. The size of a BUG shall be determined by collaboration among the
Vice President of Administrative Services (VPAS), deans, division faculty, and classified staff.
BUG participants shall represent constituency groups (faculty, students, classified staff, deans, and
managers), especially from the departments or programs that will use the building.
BUGs shall be established by the VPAS, shared governance groups, and deans with activities and
operations in each respective building. Faculty Senate shall appoint faculty BUG members, Classified
Senate shall appoint classified BUG members, and Associated Students (AS) Senate shall appoint student
BUG members.
The VPAS must give affected faculty, staff, and deans at least two weeks’ notice that they are to choose
BUG members. There must be at least two weeks between notification and the next Faculty Senate,
Classified Senate, and AS Senate meetings, at which the BUG members shall be appointed.
Once the shared governance groups have appointed BUG members, the BUG shall determine a meeting
schedule so that all BUG members can participate, with the understanding that attendance may vary due
to members’ availability.
[PBSC version 16-May 18, given to Faculty Senate 17-May 18]
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Reassigned time positions
When the Study Abroad Coordinator position opened up in the spring, we were caught off-guard
by the fact that we could not find the rules for how to fill the position. We were also caught offguard by the fact that there were three well-qualified applicants. (In the past, we were lucky to
find one applicant.)
After the fact, some ace sleuthing by FC faculty members turned up a few documents that can
serve as precedent for making a uniform college procedure. I have excerpted the relevant
passages.
Doc #1: Faculty Senate minutes, 15-Mar 12, pp.3-4:
Campus reassigned time positions
The Senate has already elected a selection committee to find and assess candidates for
the Study Abroad Coordinator. The current vacancy for Staff Development Director will be filled
using the new system agreed upon by Senate executives and Pres. Vurdien. There will be a
campus-wide announcement. The entire Senate will collect letters of interest, then decide if
electing a selection committee is appropriate. Pres. Vurdien will receive copies of the letters of
interest and may decided to meet with candidates or discuss the candidates with the Senate.
Then the Senate will vote as a body to fill the position.
Kiszely made the case that a rotation of campus reassigned time positions should not be
the Senate’s only consideration, but it should be an important consideration in order to provide
equal opportunity to all faculty members. Otherwise, the process undermines faculty morale
and solidarity, ignores new talent and different perspectives, and replicates the top-down
governance structure that faculty members usually complain about in reference to the District.
The Senate decided to review the entire list of current campus reassigned-time
positions at the next Senate meeting, 19-Apr 12. It also passed the following resolution.
M/S/U (Kiszely/Almodóvar-Solé) that, in order to ensure fairness and equity when
electing faculty members to campus positions with reassigned time, the Faculty Senate will
consider the history of who has held such positions and make rotation of reassigned time an
important consideration.
DOC #2: Procedure for Campuswide Positions with Reassigned Time
Approved by PCC (PAC’s predecessor) 05/2004
1) The College administration, working with the Faculty Senate president, ensures that all
opportunities for campuswide coordinating positions with reassigned time will be
announced widely and in a timely manner. Duties, qualifications and compensation will
be part of the announcement.
2) Current positions which will be addressed in this manner include: Coordinator,
Semester Abroad; Title V Activities Coordinators; Staff Development Coordinator;
Writing Center Coordinator; Tech Prep Coordinator; Honors Coordinator.
3) The responsible administrator will form an ad hoc committee to serve as the selection
committee for the position. Faculty members on the ad hoc committee will be
appointed by the Faculty Senate. Committee composition includes: 2 faculty, 2
managers, 1 classified professional.
4) The recommendation of the selection committee will be forwarded to the College
President for appointment.
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DOC #3: Senate Minutes, 3-May 18, p.6
The Senate discussed the process to elect a Study Abroad Coordinator. There is no historical
context for how a candidate for this position is elected when more than one faculty member is
interested. This year is the first time in over a decade more than one person has applied to
serve as Study Abroad Coordinator. Dr. Schulz stated that currently the President’s Advisory
Council (PAC) website states that the Study Abroad Coordinator will be “appointed by Faculty
Senate.” The Senate agreed that there needs to be a well-developed process that is fair and
transparent. Danielle pointed out that the role of Coordinator is different than the role of Chair,
and therefore should require that candidates be interviewed. At the 19-Apr Senate meeting, a
motion was unanimously passed to approve the creation of a work group to review applicants
for Study Abroad Coordinator. This work group will now serve as the representatives who will
be part of the interview process. Josh Ashenmiller, Danielle Fouquette, Karen Markley and Kim
Orlijan volunteered to serve on this work group.

DOC #4: Senate executives’ recommendation for a written policy
Procedure for Campuswide Positions with Reassigned Time
Proposed to Faculty Senate 6-Sep 18
1) The College administration, working with the Faculty Senate president, will ensure that
all opportunities for campuswide coordinating positions with reassigned time will be
announced widely and in a timely manner. Duties, qualifications and compensation will
be part of the announcement.
2) Current positions which will be addressed in this manner include, but are not limited to:
a) Curriculum Committee Chair
b) Study Abroad Coordinator
c) Program Review Committee Chair
d) Student Learning Outcomes Assessment Committee Chair
e) Staff Development Coordinator
f) Honors Program Advisory
g) Basic Skills Committee Chair
3) The responsible administrator will form an ad hoc committee to serve as the selection
committee for the position. Faculty members on the ad hoc committee will be
appointed by the Faculty Senate. Committee composition: 4 faculty, 2 managers, 1
classified professional.
4) The recommendation of the selection committee will be forwarded to the College
President for appointment.
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Recommendations on Equity in Faculty Hiring
A district-wide team of faculty and administrators participated in the USC Rossier
School of Education, Institute on Equity in Faculty Hiring, on March 26 and 27, 2018.
Representatives from each Campus and the District Office comprised the membership of
the team.
At the institute, research was shared that shows student success and
achievement increases when an institution of higher education has faculty who are
representative of the student population it serves. The research shows this link is
particularly important in closing the achievement gap. Chancellor Eloy Ortiz Oakley was
one of the Institute’s keynote speakers. He spoke of the urgency to increase the diversity
of our faculty so that they more closely resemble the students we serve. He spoke
passionately about the importance of equity in faculty hiring and its positive educational
impact on students; and in particular its impact on student groups affected by the
achievement gap. He asked districts to be direct and courageous in promoting equity in
faculty hiring and to champion the equity-minded approach described at the Institute.
Between 2012 and 2016, 56% of the Master’s and Doctorate degrees conferred
in the State of California were awarded to Latinx, African-American, AANHPI (AsianAmerican, Native Hawaiian, and Pacific Islanders), or Multi-ethnic graduates. However,
since 2017, applicants of color made up only 47% of those applying for full-time faculty
positions in the NOCCCD. Last year, applicants of color constituted 46% of new faculty
hires and applicants of color were more likely to be included in interviews, but not hired,
than white applicants. This trend is consistent over the past five years, with 42.3% of full
time faculty hires in the NOCCCD being faculty of color. These data suggest that our
hiring processes are not attracting qualified applicants of color, and those who apply
may be experiencing bias in the hiring process.
As of 2016, 70% of NOCCCD students are students of color and 39% of faculty
are faculty of color. Multiple studies of student success (Hagedorn et al 2007, Hurtado
2001, Marx and Goff 2005) argue that students of color are more engaged and more
successful when their campuses are inclusive and the faculty, administrators, and staff
are ethnically diverse.
At the institute, community college teams from throughout the state heard from
experts on equity faculty hiring and student achievement and discussed strategies and
best practices to assist current efforts at diversity and equity in faculty hiring. As a result
of the NOCCCD team’s discussions and reflections at the Institute, the following
recommendations to the District on faculty equity hiring are proposed. These
recommendations are made with the goal of addressing the District and Campus
objectives of achieving equity in both student achievement and in faculty hiring, and
understanding the link between them.

A. Job Announcement
1. All job announcements should include a description of the diversity of the
campus’ student population. This description should be placed in the
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2.

3.

4.

5.
6.

7.

8.

beginning of the job announcement, and not buried at the end of the job
announcement.
All job announcements should state whether the Campus is an HSI (Hispanic
Serving Institution) and/or an AANAPISI2 (Asian American and Native
American Pacific Islander Serving Institution)3.
All job announcements should include references to campus initiatives,
programs, and support groups with an equity focus, such as Fullerton’s Umoja
program, the District PIE series, or the various faculty and staff associations
that demonstrates what we do to meet the needs of these populations. Perhaps
these programs can be highlighted in videos we embed in the job
announcement.
Preferred or desirable qualifications should include specific competencies
related to equity, equity-mindedness, and diversity that potential candidates
should possess.
Include throughout the job announcement more “Equity Minded” and
“Diversity” language, and be cautious with “Deficit Minded” language.4
Consider including in Job Announcements links to videos that provide
potential candidates further information, such as describing the position or
campus. This can provide a more personal touch in our outreach. Individuals
in the video should reflect the diversity of the campus.
Include all requirements that some positions may have, such as licenses, CPR,
or requirements from an accrediting agency. Health Sciences accreditation for
example requires that cultural competence be included in the curriculum.
Be clear about different job duties or requirements for the same job
classification that may exist because of the specific location where the
position may be housed.

2Institutions of Higher Education can achieve AANAPISI status if 10% or more of its students are
Asian American, Native American Pacific Islanders. Asian American means a person having origins in
any of the original peoples of the Far East, Southeast Asia, or the Indian subcontinent (including, for
example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand,
and Vietnam), as defined in OMB's Standards for Maintaining, Collecting, and Presenting Federal Data
on Race and Ethnicity as published in the Federal Register on October 30, 1997 (62 FR 58789).
Native American Pacific Islander means any descendant of the aboriginal people of any island in the
Pacific Ocean that is a territory or possession of the United States. Institutions can achieve HSI status
if 25% or more of its students are Hispanic. For both HSI and AANAPISI status, a certain percent of
students must receive financial aid.
3Fullerton College and Cypress College have been formally designated as HSI’s. Both meet the
requirements for AANAPISI status but have not been formally designated.
4 See Addendum “A” from page 16 of the CUE Equity in Faculty Hiring Institute, Faculty Hiring
Toolkit, for examples of “Equity Minded, “Diversity,” and “Deficit Minded” language. See Addendum
“B(1)” for a sample template of what a Cypress College job announcement may look like. Addendum
“B(2)” includes other sample job announcements that include equity and diversity minded language
from the CUE Equity in Faculty Hiring Toolkit. Addendum “B(3)” is a checklist for equity minded
position announcements from page 22 of the Toolkit.
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B. Screening Applicants
1. Given the research that demonstrates bias occurs when the applicant’s name
may suggests their sex, race, or ethnicity, consideration should be given to
conducting initial screening with the individuals name redacted from the
application materials.
2. In order to ensure consistency in the applicant screening process it is
recommended the District revisit how applicants are screened for minimum
qualifications.
C. Interviews
1. Consider permitting Skype interviews. This may allow more applicants an
opportunity to be considered for positions.
2. Develop interview questions designed to provide candidates with the
opportunity to demonstrate whether and how they exemplify the
characteristics of equity-minded competence and develop rubrics to evaluate
responses to these questions. This can be done in several ways; the following
is a sampling of a few suggestions.
a. Ask more than one question related diversity and equity.
b. Incorporate into “non-diversity” questions elements related to equity
or diversity.
c. Regularly review sample diversity/equity minded questions to assure
they are designed to elicit the equity-minded competencies we are
looking for.
d. Review diversity and equity questions currently used in our hiring
committees, review the sample equity minded questions on pages 4951 in the toolkit, and make available an updated list of sample
diversity questions.5
D. Recruiting
In addition to the posting in major publications and the standard online sites, job
announcements should also be posted and shared through more informal methods
in consultation with faculty and other campus groups.6
1. This would include, for example, sending job descriptions to affinity groups
and networks within specific disciplines, such as the Hispanic Nursing
Association, the Black Nursing Association, the American Philosophical
5 For sample equity-minded questions see Addendum “C” (Source, page 49-51 of toolkit and updated
NOCCCD diversity/equity sample questions, 2018).
6 Requests should be made at various points of the process asking for informal locations and
networks to publish job announcements that would attract a diverse pool. Although the equityminded approach is to focus primarily on where the greatest inequities exist, in this instance race
and ethnicity, posting in informal locations should also include other forms of diversity such as
disability, religion, sexual orientation etc.
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Association Newsletter on Hispanic/Latino Issues in Philosophy, Society of
Indian Psychologists, the Asian/Pacific American Librarians Association, etc.
2. Job announcements should also be sent to Historically Black Colleges and
Universities (HBCU), Tribal Colleges and Universities, and other affinity
groups in Higher Education such as the American Association of Hispanics in
Higher Education, and the Asian Pacific Americans in Higher Education.
3. NOCCCD faculty and deans should be encouraged to send job announcements
to colleagues and networks they are familiar with that may have access to
diverse candidates. Faculty and Deans should also be encouraged to take and
share job announcements at conferences.
E. Hiring Committee Training
1. Ensure an equity-minded rationale and approach is emphasized in training for
hiring committees. [There are several slides from the institute presentations
that can be added to our current training. The training can also be more direct
in terms of what we are attempting to accomplish and why]
F. Retention
1. The Director of Diversity and Compliance should meet with faculty of color
to get a pulse on how they are experiencing the college/district, and ensure
they have the necessary support. Do they feel welcome and included and to
troubleshoot any issues or concerns they may have.
G. Professional Development
In addition to providing training on equity in faculty hiring through the training
provided to the hiring committees, the team believes it is important that broader
training on equity and diversity should be provided to all personnel (faculty, staff,
and administrators) through professional development opportunities, which can
include:

1. Professional development on equity-mindedness during new faculty
orientation.
2. Offer Professional development workshops to discuss equity-minded
practices.
3. Provide this training at adjunct faculty orientation (if any).
4. Require that all managers and administrators receive equity mindedness
training. This training should include the hiring committee training
components on equity in faculty hiring.
5. Include equity-minded training during the Leadership Academy.
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H. Adjunct Faculty
1. The equity-minded faculty hiring training should be provided to committees
or individuals hiring adjunct faculty.
2. Procedures or guidelines for adjunct hiring should include equity-minded
practices.

I. Changes to Faculty Hiring Guidelines
1. The team recommends that the District and UF/ADFAC move forward on
updating and/or developing both the full time and adjunct hiring policies so
they may be better designed to increase the diversity of full time and adjunct
faculty.
J. Climate Surveys
Although not directly related to faculty hiring, climate surveys can provide
helpful data in addressing both recruitment and retention of diverse faculty.
Recommendations regarding climate surveys include:
1. Although each campus may develop its own climate survey, some
commonality should exist in the questions so that district-wide data can be
collected and comparisons can be made.
2. Results of the data from climate surveys should be reported and accessible to
the campus community.
3. Ensure confidentiality of individuals responding to campus climate surveys.
For example, a question was raised whether a survey completed on an
individual’s computer, although submitted anonymously, could still be traced
to their computer. One solution was to use a designated computer for all
individuals in a department to use to respond to surveys.
4. Ensure campus survey questions ask questions specific to issues of equity and
inclusiveness and can be disaggregated in ways to provide data by gender,
race, ethnicity, disability and other forms of diversity. Survey questions
should be designed to serve as a vehicle to provide additional support as
needed.
See following pages for addendums:
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4/17/2018

Addendum “C”
https://nocccd.peopleadmin.com/postings/2850/print_preview

8/4

4/17/2018

Sample Equity Minded Interview Questions
A. Sample questions from the Equity in Faculty Hiring Institute Toolkit.
1.

As an instructor, how do you create a classroom culture that intentionally welcomes and supports students
from different racial/ethnic and socio-economic backgrounds?

2.

How do you draw upon your student’s prior knowledge, backgrounds, and lived experiences?

3.

What do you feel are two or three teaching strategies that you use to ensure that your students have an
enriching learning experience in your classes? How do you determine whether these strategies result in this
outcome?

4.

Do you currently look at outcomes data for your students to identify inequities in outcomes by race and
ethnicity? Please describe your process of doing so, or how you could do it if you don’t already.

5.

What does “equity” mean to you? How to you enact your definition of equity in your classrooms?

6.

In your experience, what are the challenges faced by racially minoritized students in higher education?
What strategies have you used to address these challenges, and how successful were those strategies.

7.

Tell me about a time when you helped a student connect their educational, professional, and/or life with the
means (e.g., resources, actions) to achieve those goals. What motivated you to do so?

8.

Give a student population that is diverse in terms of gender, nationality, race, ethnicity, religion, sexual
orientation and abilities, how do you ensure that each student feels they can succeed?

9.

Have you encountered concerns about “chilly climate” raised by colleagues from identity groups that have
historically experienced discrimination? If so, how have you handled them?

B. Sample questions from NOCCCD diversity/equity interview questions.
1.

Describe how you have incorporated concepts of diversity, multiculturalism, inclusion, and or equity into
your course content in the past and how you would do so in the future.

2.

Provide specific examples how you have helped marginalized students feel included and valued both in and
outside of the classroom.
What diversity, equity, and inclusion efforts/initiatives have you been involved in where you played a
significant role? What were the outcomes of those efforts/initiatives?

3.

4.

What are some of the current issues involving diversity, inclusion or equity in the discipline or subject area
you would be teaching in if hired for this position? How would you address or approach these current
issues in and outside of the classroom?
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