Friday, October 4th, 2019

Los Rios Institute
for Equity In
Faculty Hiring

Jordan Greer and Esmeralda
Hernandez-Hamed

nnnnnnn

#Hiringlnstitute



INTRODUCTIONS

Esmeralda
Hernandez-
Hamed Project Sbecialist

Jordan Greer

Project Specialist

CUE.USC.EDU - @CENTER4URBANED | CENTER FOR URBAN EDUCATION



Institute Ground Rules / Norms

« Engage honestly

« Speak from our own personal experience

« Critique ideas and not the person saying them

* Understand that, even at our best, we can do harm

* Do our best to be aware of and mifigate power
sfructures among the group

* Provide space- move up and move back to ensure
everyone is engaged

* We expect some subjects will be uncomfortable — seek
to understand why

* Be present, engage fully, and mitigate distractions

* Monitor and mitigate disproportionate responsibility for
centering race-consciousness
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Agenda

Time Iltem
1:00PM  Welcome
1:10PM Understanding State and Federal Laws

1:20PM Understanding the Benefits of Workforce
Diversity

2:30PM Eliminating Bias in Hiring Decisions
3:35PM Implementing “Best Practices”
3:55AM  Feedback

4.00PM  Close
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Warm-up...Raise your hand...

* If it is your first time serving on a hiring committee

* Ifitis your first time learning about racial equity in
hiring

 If you can explain the meaning of equity to a
colleague.
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EQUITY IN FACULTY
HIRING INSTITUTE

FACULTY HIRING TOOLKIT

CENTER for URBAN
EDUCATION

" @Center4UrbanEd
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Understanding State and
Federal Laws
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Why Are You Here?

Per California Education Code all screening/selection committee
members shall be trained on:

(a) federal and state law, including Title 5;

(b) the educational benefits of workforce diversity;
(c) the elimination of bias in hiring decisions; and
(

d) best practices in serving on a selection/screening committee.
Cal. Title 5 § 53003(c)(4)
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Applicable Laws

California Education Code § 87100

“...a work force that is continually responsive to the needs of a diverse
student population [which] may be achieved by ensuring that all persons
receive an equal opportunity to compete for employment and promotion
within the community college districts and by eliminating barriers to equal
employment opportunity.”
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Applicable Laws: Federal Nondiscrimination Laws

 Title VII of the Civil Rights Act of 1964 which prohibits not only
intentional discrimination but also practices that have the effect of
discrimination on the basis of race, color, religion, sex, pregnancy, or
national origin. It is lllegal to discriminate in any aspect of employment
iIncluding decisions based on stereotypes or assumptions about the
abilities, traits, or performance of individuals of a certain sex, race, age,
religion, or ethnic group, or individuals with disabilities

« Age Discrimination in Employment Act of 1975 which prohibits

discrimination on the basis of age in programs or activities receiving
Federal financial assistance (Age 40+).

11 CUE.USC.EDU - @CENTER4URBANED | CENTER FOR URBAN EDUCATION



Applicable Laws: Federal Nondiscrimination Laws

» Title | of the American with Disabilities Act of 1990 which prohibits
discrimination against the disabled in employment and public services

« Civil Rights Act of 1991 which provides monetary damages in cases of
iIntentional employment discrimination.

* Genetic Information Nondiscrimination Act of 2008 (GINA) which
prohibits discrimination on the basis of genetic history or information
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Applicable Laws: State Nondiscrimination Laws
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California Government Code Section 11135 - 11139.5 which prohibits discrimination
against any person or denial of benefits on the basis of ethnic group identification,
religion, age, sex, color, or physical handicap or mental disability under any program that
is funded directly by the State or receives any financial assistance.

California Fair and Employment Housing Act, CA Government Code Section 12900
which prohibits discrimination in employment on the basis of race, gender, religious
creed, color, national origin, ancestry, physical handicap, medical condition, marital
status, sex, age (40+) and pregnancy.

California Labor Code 1102.1 which prohibits discrimination or different treatment in
any aspect of employment or opportunity for employment based on actual or perceived
sexual orientation, transgender, homosexual, bi-sexual, heterosexual, transsexual (pre
and post-operative)
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Understanding the Benefits
of Workforce Diversity
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Why Racial Equity in
Faculty Hiring ¢

Students of color

* Experience better academic outcomes

when taught by faculty of color.
(Fairlie, Hoffman, & Oreopoulous, 2014)

« Are more likely to identify with and
approach faculty of the same racial and

ethnic background.
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Why Racial Equity in
Faculty Hiring ¢

Culturally Responsive Classrooms:

* Have high expectations and favorable views of
stfudents of color, relative to white faculty.

 Utilize pedagogical approaches that are
relevant to, and advance the learning of,
stfudents of color.

« Curb the “stereotype threat” experienced by
students of color.
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Why Racial Equity in
Faculty Hiring ¢

Create Campus Cultures that foster the
success of minoritized students

 Enhance the “sense of belonging” that students
of color can feel on campus.

« Promote positive, and curb negative, social
outcomes for students of color.

« Advocate for, and build relationships with,
students.
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Equity-Minded Competence

Equity-Minded Competence Lack of Equity-Minded

Awareness of racial identity

Competence

Claims to not see race

Uses disaggregated data to
identify racialized patterns of

outcomes

Reflects on racial consequences
of taken-for-granted practices

Exercises agency to produce
racial equity

Y
¥
4
<

Views the classroom as a
racialized space and actively
self-monitors interactions with
students of color

Does not see value in
dissaggregated data

Unable to notice racialized
conseqguences or rationalizes
them as being something else

Does not view racial equity as
a personal responsibility

 BlalEalie

Views the classroom as a
utilitfarian physical space
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Faculty Diversity = Equity in Faculty Hiring

e Does not disturb the status
quo.

e Creates programs at the
margins, but leaves core
structures, policies, and
practices intact.

e Faculty of color are expected to
change their behaviors, values,
and priorities to “fit”
institutional, departmental,
and disciplinary cultures.

¢ Biases are often unexamined,
and seen as characteristics of
individuals.

20 CUE.USC.EDU - @CENTER4URBANED | CENTER FOR URBAN EDUCATION



Representation and Equity-Minded Competence
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Representation and Equity-Minded Competence
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Representation and Equity-Minded Competence
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MOVEMENT TOWARDS EQUITY IN
HIRING AT LOS RIOS

EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEE



Representatives from
the LRCCD attended
CUE Hiring institute in DtrgE P v e e urmT 5 ,
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They mapped out their
hiring processes and
suggested areas where
they could inquire and
iImprove equity
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What resulted was a
new EEO Plan and
changes to the Hiring
Manual
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lll. Recruitment Application Advertising

e Examine

timeline

Sufficient
timeline

Can’t pay for
travel

Increase travel
amount

Hiring flow chart

e Add diversity

statement

Add teaching
philosophy
Update Equity
Question: How
does your lived
experience
address...

Change the
equity question

e Application

materials only
submitted online

e Update job
announcements:

more student
focus

e Include college

demographics in
postings

e Make postings

user-friendly

e Where/how jobs

advertised?

Affinity group
advertising

Increase S for
ads

UR advertising
paid by DO
Limited funds to
post jobs



IV. Screening Eligibility (Pre-) Ve Inte(rcv(;(re\\;\i/ncuc;?)mlttee VI. Screening Applications

e EQ process is restrictive

e Only go off degrees on
announcement

e Change listed degrees

Disrupt our committees
Academic Senates need to
look at “list” to get

appointed. Needs to change.

Work with Senate re: their
appointments

Change rules re: how
committee members
selected

Outside of discipline
committee members
Equity rules are not “racial
equity” focused

Always a student on
committee

Increase use of
community members
Chair & equity rep only
members required to be
present at meetings
Training for chairs

e Anonymous Screening-
remove names from
applications

* Minimize the number
screening days-use a
formula, number of apps
Vs how long screening
takes place

e Tie CUE to the Equity Reps
(Hiring the Best)

e Training on more
thoughtful rubrics

e More equity focused;
ability v. experience

e More training on
screening criteria



e Can’t email questions

e Can’t work together
on question design

e Applicant only has 1
timeslot to interview

e Offer ccc-confer for
all

e Offer phone for all

More dialogue
Clarify questions
Know what you are
asking for

Allow for follow up
guestion(s)

Make more
comprehensive
Have open dialogue
Must have 1 diversity
question

Ask more diversity
questions

Include/contextualize
equity in as many
guestions as possible

* Provide more
reimbursement to
fund traveling
candidates

¢ Allow CCC Confer

» Teleconference if
candidate asks

e Finalist teaching in
front of real students

e Rubric for teaching
demo

e Scoring doesn’t allow
you to eliminate
people

e Bias towards non-
native English
speakers (language is
a barrier)

e Only 3-5 finalists

e Can’t compare
candidates



EEO Plan Hiring Manual Updates

o Fved: Regonal Ovversty oy ReceTthmoty o Sacromento County, €1 Dorade-Covnty, and Yoio Cownty in Fail 20:88

* More professional development Nave Amedean
around hiring and racial equity
 Focus on equity in job descriptions,
screening criteria, and interview

questions
* Increased access to data

« Having hiring committees reflect
district demographics

BWhte BMHapselating NAanVaclcivander B Afrcn Amencen  BMNULRace BNatve Amarcen
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DATA
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Students and Employees of Color over Time Fall 2013-2018
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LRCCD Student Racial/Ethnic Demographics Fall 2018

OUTER CIRCLE:
STUDENTS

. INNER CIRCLE:
STUDENTS

Native American

8%
African Ame

Unknown

Pacific Islander
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LRCCD Administrators' Racial/Ethnic Demographics Compared to Students’ Racial/Ethnic
Demographics Fall 2018

OUTER CIRCLE:
STUDENTS Native American

‘ INNER CIRCLE:
ADMINISTRATORS

Unknown

L9 28 %
Pacific Islander Latinx
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LRCCD Full Time Faculty Racial/Ethnic Demographics Compared to Student Racial/Ethnic
Demographics Fall 2018

OUTER CIRCLE:
STUDENTS Native American

o 8%
‘ INNER CIRCLE: African Ame
FACULTY FT

Unknown

. ya
Pacific Islander
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LRCCD Part Time Faculty Racial/Ethnic Demographics Compared to Student Racial/Ethnic
Demographics Fall 2018

° OUTER CIRCLE:
STUDENTS Native American
8%
‘ INNER CIRCLE: African Ame
FACULTY PT

Unknown

28 %

Pacific IsIander/ Latinx
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LRCCD Classified Staff Racial/Ethnic Demographics Compared to Student Racial/Ethnic
Demographics Fall 2018

O OUTER CIRCLE:
STUDENTS Native American
8%
‘ INNER CIRCLE: African Ame
CLASSIFIED STAFF

Unknown

28 %

Pacific IsIander/ Latinx
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American River College Racial Demographics Fall 2018
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Folsom Lake College Racial Demographics Fall 2018

1% 1%

STUDENTS & T Y Native Am. STUDENTS & S T g e Native Am.
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Sacramento City College Racial Demographics Fall 2018

STUDENTS & = . Native Am. STUDENTS & Native Am.

FT FACULTY | N 0% PT FACULTY AT o 0%

8%
African
Amer.

33%

Latinx
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DATA QUESTIONS FROM YOUR CAMPUS/DISTRICTHR

« What is the racial makeup of new hires at our college?
Recently? Over time?

« What are the racial/ethnic demographics of the faculty in my
department?

 What is the racial makeup of new hires in my
department/area over time?

« What are the demographics of candidates along the hiring
pipeline in my college or department/area? (e.g. Who applies?
Who passes screening? Who gets interviewed?)
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Los Rios District
Spring 2018 Faculty Hiring

Applicants Forwarded Applicants
_ to Dept/Committee Approved for ]
All Applicants (MQ Met) Interview Hired

African
American

slan/Paciﬁc J/Asi : 14%
Islander

12% /. ' / aelan/Pacific
- Islander

8%

Latinx
11%
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Eliminating Bias in Hiring
Decisions

@Center4UrbanEd
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Implicit Bias - What Is [t¢

44

Implicit bias refers to the process of associating
stereotypes or attitudes toward categories of people
without conscious awareness.

Stereotypes

Atitudes

Source: Godsil, R. D., Tropp, L. R., Goff, P. A, & powell, J. A. (2014). The science of equality, Volume 1: Addressing implicit bias, racial anxiety, and
stereotype threat in education and health care. Perception Institute.
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Implicit Bias - What Is [t¢

All people hold implicit biases

« Even those committed
to egalitarian values

* Even members of
racially minoritized
groups

45 CUE.USC.EDU - @CENTER4URBANED | CENTER FOR URBAN EDUCATION



46

How Can Implicit Bias Affect
Our Decisionse

Racism In a resume

Job applicants with African American-sounding
names got fewer callbacks.

[ White names
VW Resume quality [0 African American names

Low
High
Low

High

4 6 8

Average callback rate, %

Source: Bertrand and Mullainathan, 2004
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How Can Implicit Bias Affect
Our Decisionse
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Candidates. Sex Roles, 1-15.



Implicit Bias — When Is It
Most Likely to Occure

Under circumstances of...

1 T \sug LOCK Of Information
-9 O[ }

Time pressure

Source: S.T. Fiske (2002). What we know now about bias and intergroup conflict, the problem of the century.
Current Directions in Psychological Science, 11, 123-128.
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INSTITUTIONAL BIAS

hen taken-for-granted...
* Assumptions
* Customs
 Norms
* Preferences
* Routines
* Rules

...result in prejudicial discriminatory effects & unequal
treatment, opportunities, and outcomes across social groups
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B35 £30 30 often G362 have 30 Impact o5 the faeulty R ThiZ Impsct £30 negatitly

s it diversdy their faculty in terms of rate and
\ g i . n and . .
U5 0O TWO tYDES Of BXas—im)
xamples of how thery can shape faculty hiring in wary: 2 h
o0i0 @ POpURTONS. AJHDONAYY, WE BrOpOse
Soethic actiong sele: t it 20 manimize the effe f biases on

g process

A MATTER OF EVALLIATION AND DE

The faculty hi tive cycles of avaluation and

o R e S O U rC e S

message, which varied along racial/ethnic and gender lines. In ot the experiment included 30

names like Meredith Roberts (White female), Lamar Washington (Black male}, Juanits Martinez
iGentified 3 wide rang {Latinal, and Re] Singh (Indian male). The researchers found that two-thirds of the faculty
anchoning * whishis responded 1o the emails (g00d news), nowaver, White men received the nighest response rates

35 3 colleague on that candida

.
50 30w Up When 8 36 n contrast to “explicit” bias (i.e., bisses that are -
postion because that candidal] known to us even if we do not wish to admit to WHY IS FACULTY HIRING PRONE

Lnknown 20 the commates v them), implicit bias cannot be diagnosed and/or TO IMPLICIT BIAS?

30¢hanng can manfest when regardiess of professors’ race/ethnicity and gender

ou detiions are infuences b remedizzad shrough inrospection alone Selection committees have limited
Furthermore, implicit biss is more likely to oce information to make a decision about 1 . . .
when we have to make decisions (a) based on candidates.
Nterroaatin 1S IN
tasks, and (c) under time pressure. For these Selettiomemmmiies members dave
reasons, it is important to understand how H
implicit biases might manifest during the facuity o o
niring process and now These bizses specially T — F O C | T I rl n 1 2 3
affect efforts 1o hire more faculty of color. Having numbers of applications that need to
Riimmmon, smmmes ulty Hiring' (p. 23)
first step to implementing strategies to mitigate time

0 juggle other commitments,
beyond hiring

their influence in faculty hiring

EXAMPLES OF IMPLICIT BIAS DURING FACULTY HIRING

. . .
Qualified candidates from institutions that are not commanly known among selection
committee members may be undervalued and more easily excluded from consideration XO I ' l e S O X I ( : I I O f
Candidates with degrees from instiutions known amang selection commities members
may be assumed to be qualified without additional evidence

. o o
Candidates who have 2 PhD or other doctoral degree may be 2ssumed to be more
quaiified than candidates who have 2 master's degree without additiona! evidence. p
°

Candidates with the minimum level of content or disciplinary expertise may be assumed
to be qualified to teach without additional evidence.

Candigates witn experience teaching in 2 community college may be more vaiued than
candidztes with experience 12aching in 3 four-year NsTUTien, ven if the student
population of the latter mirrors the former.
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OBJECTIVE 2

TO DEVELOP STRATEGIES TO DISRUPT NOTIONS OF
“MERIT,” “FIT,” AND “"COMPLIANCE"” THAT CONTRIBUTE
TO INEQUITIES IN THE INTERVIEW PROCESS



What are traditional

concepftions of Merite
i.e. Who we deem worthy

MER/T

Institutional

Prestige
- E—— -

BISTe[(SISN

Qutputs

y 4

N A Connections

~ Experience
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/\/]E\/?/T These measures:

~ )
Ins’n’ru’nonol \55

c® .
Preshgeo\@
——

. Experierice

Are correlated to race/
ethnicity

Can lead o inequitable
hiring

Have littfle to do with a
candidate’s ability to
effectively teach and
support students, and
particularly minoritized
stfudents
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What are traditional
conceptions of Fite F/ 7

i.e. Who reflects our interests/values

Reflect Existing
Faculty Backgrounds

C\\ » Y /’?
N . A
. Collegiality
L y A
Vo . v | ’ ] ©

N - A o U

Tradifional Affect

v -~ Shared Interests
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N
FIT

D0
DN
0

Reflect Exis’riVOO
Faculty B(“o ;0rounds

\;o"db raditional Affect

Shared Interesis

Homophily has implications for
racial equity

Committees are likely to
choose candidates that reflect
the department’s existing
members

“Good fit" is more often
thought about in terms of
collegiality

“Good fit" is less often
understood in ferms of stfudents
or college values for equity
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How do we traditionally
approach compliance
in hiringe

i.e. How to best follow hiring policies

56 CUE.USC.EDU - @CENTER4URBANED | CENTER FORGIRBATREDUCATION



* When rules and policies
meant to ensure equity Iin
hirlng and mitigate bias are
disregarded, there is room
for inequity and bias to
seep in

- When the outcomes of
rules, policies, and traditions
are not interrogated, they
may impede racial/ethnic
equity in hiring
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ACTIVITY 1: —
WHAT DO ‘MERIT’ AND ‘FIT’ IN FACULTY HIRING MEAN AT YOUR
INSTITUTION?

Before changing a conception, it is important to reflect on how that conception is currently
defined and implemented in a particular context. The following activity is provided to help
selection committees interrogate notions of “merit” and “fit” before the faculty hiring
process begins and to identify how these conceptions may undermine candidates of color.

Step One: Ask all committee members to complete the sentences below and write their
responses on post-it notes, one color for “merit” and another for “fit.”

* When considering a candidate’s “merit” I think about the following qualities / skills:
* When considering a candidate’s “fit” | think about the following qualities / skills:

Step Two: Have the committee members place their post-its on corresponding posters
(2), one for “merit” and another for “fit.”

a minute or two to review them and, as a group, discuss the following questions:

* What do these responses suggest about what “merit” in faculty hiring means at our
institution?
What do these responses suggest about what “fit” in faculty hiring means at our
institution?
How do these conceptions of “merit” and “fit” influence the manner in which we
conduct faculty hiring?
How might these conceptions of “merit” and “fit” impact candidates from minoritized
racial/ethnic groups?
How might these conceptions of “merit” and “fit” impact racially minoritized students
who the successful candidate will teach?

Towards equity-minded notions of merit and fit in faculty hiring
Re-conceptualizing merit and fit in equity-minded ways means inflecting these concepts

with race consciousness, the ding that racial inequity is an outcome of
institutional racism. It also means acknowledging practitioner responsibility for achieving

racial equity.
B .

|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
| Step Three: When all committee members have placed their post-its on the posters, take
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
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Additiondl
Resources

1) Activity: What do
‘Merit’ and ‘Fit’ in faculty
hirlng mean at your
institution?¢ (p. 31)



An Equity-Minded

conception of Merit
.e. Who we deem worthy

MER/T

Experience supporting
' the success of
minoritized students

S i oS

Expertise w/culturally
relevant pedagogy
— W\

Educated in social
jl justice & equity

Experience acting as
an equity advocate

@
‘/
= o
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An Equity-Minded
conception of Fif F/T

i.e. Who reflects our interests/values

N Reflects existing
I students r/e identities
S N

Holds high expectations
for minoritized students
_u_-

Can connect w/ students
through mul’rlple identifies

Can support & further
campus equity efforts
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An Equity-Minded

conception of § @&
Compliance OMPUAN CE

i.e. How to best follow hiring policies

Candidates are ensured
B similar experiences

A e N
Rulbrics ensure .
equitable consideration

£ [ Y
(P uity-minded conceptions
B @l Ouide selection

4 Steps are evaluated for
inequitable impact
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Position Title:
Candidate:

Criteria

Credential

. MA or higher degree from an accredited
institution (doctorate preferred)

Paper Screening Form
Example #1

Experience

. Previous faculty experience
. Experience in community colleges

Leadership talent

. Commitment to academic excellence

. Strong vision

. Personal qualities/skills needed to develop &
promote the college and its programs

. Energy and stamina
. Sense of humor

Does this screening form
support...

traditional conceptions
or

Governance skills
. Commitment to shared governance
. Skills needed to develop and promote
effective governance

equity-minded conceptions
of merit and fit?

Diversity

. Sensitive to diverse cultural and socio-
economic backgrounds of students, staff, and
communi

62

CUE.USC.EDU - @ CENTER4URBANED

344

| CENTER FOR URBAN EDUCATION



Position Title:
Candidate:

Criteria
Critically Race Conscious
- Has the ability to speak with complexity on the topic of
racial diversity, equity, and inclusion H
. Familiar with culturally relevant pedagogy in their P q p er S C re e n I n g F Orm
discipline
. Possesses cultural competence and/or shares common E ’ # 2
experiences with students at the institution X a m p e
Engages in self-reflection

- Demonstrates enthusiasm for using disaggregated data
to assess racial equity

. Reflects on whether or not practices support equitable
success for minoritized populations

Focuses on instructor responsibility

- Seeks to identity and eliminate barriers in mentorship,
research, and academic success for racially minoritized
students.

. Changes institutional, mentorship, and classroom
practices based on analysis of disaggregated data.

Uses position and knowledge to

suppurt student success
. Uses institutional knowledge and authority to support
the success of minoritized students experiencing gaps
- Acts as an advocate to ensure equity is at the forefront
of service

Views students as capable, uses
student knowledge as an asset

. Classroom practices are designed to use students’ funds
of knowledge particularly for minoritized groups
experiencing g

CUE shares this as an
example of a screening
form that supports...

equity-minded conceptions

of merit and fit.

Edps.
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Tc: ble

-)% B " Il Discussion

Looking at your own applicant
screening form...

1) What applicant qualities does this screening form prioritize?

2) Does this screening form support
traditional conceptions

or
equity-minded conceptions
of merit and fit?
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JOB ANNOUNCEMENT ACTIVITY

EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEE
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WHAT CAN JOB ANNOUNCEMENTS
COMMUNICATE ABOUT EQUITY<¢

Job

|
|« What a college values
Announcement .

 How it imagines its role as an
educational institution

 What it hopes to achieve

~. * Forwhom its efforts are

' directed

- The specific faculty attributes

1 that the college feels are most

: important

|

|

|

|

I

« Perceptions of students
» Beliefs about student success/
practitioner responsibility



WHY DO AN EQUITY-MINDED ANALYSIS

OF JOB ANNOUNCEMENTS®

67

Assist practitioners in reflecting on what messages
are being conveyed through job announcements

Highlight what a job announcement communicates
about the college’s values, identity, goals, and
approach with respect to equity

Uncover hidden assumptions about students

Provide insight on how to embed equity throughout
a job announcement that then sends a clear

message that racial-equity is a core value of the
college

Attract candidates that hold the same equity values
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CONDUCTING AN EQUITY-MINDED ANALYSIS

The first step in examining a job announcement from an
equity perspective is to identify the discourse used (or
not used) within the document.

Discourse — defined as “Larger than language, more
than words” (Bacchi, 1999).

Analyzing discourse from a crifical perspective
allows practitioners o examine how language used
may "unwittingly perpetuate” and “reinforce
inequity” (Allan et al., 2010).
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N ER o URBAN
gl  DUCATION

EXEMPLAR COLLEGE. INSTRUCTOR-MATH, Full-Time, Tenuse Track

BACKGROUND
[Emnphr]Col]cg: secking a fnll-nmc mmmd:facnhymcmbcrmmnﬂmmm The

ill sharc E: L ing its racially and
souowononuu]lydlvuscsmdmpq)uhno W cnncnﬂymm]lamund ooosmdcms,dxc
majority of whom are from racially mi 45% of C

arc Latinx, 9% arc African-American, 5% arc Filipino, 13% arc Asian-American, %Nnnvc
American, 16. z%mWIm:,amH@ mmulrn’wnl. Inwm Exemplar College was
3 % Z

s by African i lannx,vacAmcnwmnnd
odwrd-spmpom natcly impacted students. The faculty member will also participate in
mnunhmdcvdopmmt,mdmﬂmmwmdmmofsmdmhmngmmcsmd
COUTSC SUCCESS rafes, wgg:gﬂmdoy icity. Parti ion in campus g
faculty program rcview is also part of the position’s regular
rwpormbﬂma

‘Copyright 2017, University of Soutbern Califocais, Castar for Usbun Edscation Rossser School of Education. All Rights Recarved

ACTIVITY
Break your college into three
Qroups:
1) Equity-Minded Language
2) Diversity Language
3) Deficit-Minded Language

Read through your job
announcement & highlight or
circle the terms identified in the
table.

Count the number of times each
term appears and record it on

your poster.
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Term No. of times
referred to:
Racial equity / ethnic equity
Hispanic Serving Institution (HSI),
AANAPISI, BSI, PWI
Ethnicity

Race / racial
Lafinx/ Latino / Latina/ Hispanic

White
African American / Black

Asian/Asian-American/Pacific
Islander

Native American
EQUITY IN

Culturally relevant / responsive

pedagogy
FACULTY HIRING:
Anti-racist ®
Minoritized

SN | O ANNOUNCEMENT
CONTENT ANALYSIS

o
o
S
[5)
=
O
®
2
=
>
=
o
(V¥

Htution

Atk / high-need
[Underprepared / disadvantaged
BlUntraditional / non-traditional

Deficit-minded

Achiévémeni_ggp
[Other:
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DISCUSSION PROMPTS

1. What patterns do you see emerge in the
tablee

2. Where do the terms used In the job
announcement tend to fall (dark gray,

gray, or light gray areas?)
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USE OF LANGUAGE

Equﬂy-mlnded language: Diversity language:
Racial equity / ethnic equity Diversity / diverse
Hispanic Serving Institutions (HSI), Underrepresented / underserved
AANAPISI, BSI, PWI Multicultural
Ethnicity Students of color
Race / racial Minority Serving Institution
Latinx / Latino / Latina / Hispanic Demographics
White All Students / regardless of race
African American / Black Other:
Asian / Asian-American / Pacific
Islander
Native American
Culture / cultural
Culturally relevant / responsive
pedagogy
Social justice
Anti-racist
Minoritized
Other:
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DISCUSSION PROMPTS

3. When these terms do appear, are they listed as
“desired” qualifications or are they considered
“Yessential” qualifications?

4. Overall, do you think the announcement:

« Needs to be revised to make faculty diversity and
equity-mindedness a clearer prioritye

« Should be a model for other searches? I
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ADDITIONAL DISCUSSION PROMPTS

* |n what way does this announcement convey
or fail to convey a priority for Latinx and/or
other racially minoritized faculty?

* |f your job announcement(s) need 1o be
changed, what needs to happene Who can
make this happen?¢ Do you foresee any
obstaclese
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WHO SHINES?: THINKING ABOUT
ASSESSMENT CRITERIA AND HOW IT CAN
SERVE EQUITY
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Position Title:
Candidate:

Criteria

Credential

* MA or higher degree from an accredited
institution (doctorate preferred)

Experience

» Previous faculty experience
» Experience in community colleges

 Strong vision

» Personal qualities/skills needed to develop &
promote the college and its programs

* Energy and stamina

Sense of humor

Leadershlp talent
Commitment to academic excellence

Governance sKkills
« Commitment to shared governance
 Skills needed to develop and promote
effective governance

Sensitivity

» Sensitive to diverse cultural and socio-
economic backgrounds of students, staff,
and community

76
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Paper Screening Form
Example #1

Does this screening form
support...

traditional conceptions

or

equity-minded conceptions
of merit and fit?
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Criteria

Cultural competence

» Shares common experiences with students at the
institution.

Engages in self-reflection Paper Screening Form

» Uses data driven self-reflection

+ Uses disaggregated data to ensure equitable Examp’e #2

success for minoritized populations.

Focuses on instructor
responsibility

» Changes classroom practices (and/or institutional
processes) based on analysis of disaggregated

Does this screening form

data. support...
» Seeks to identify and eliminate barriers.
Uses position & knowledge To traditional conceptions
support student success or

+ Uses institutional knowledge and authority to
support the success of populations experiencing
gaps

» Acts as an advocate to ensure equity is at the
forefront during department and college service

Views students as capable, uses
student knowledge as an asset.

» Classroom practices are designed to use
students’ funds of knowledge, particularly for
minoritized groups experiencing gaps.

equity-minded conceptions
of merit and fit?
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Tc: ble

-)% B " Il Discussion

Looking at your own applicant
screening form...

1) What applicant qualities does this screening form prioritize?

2) Does this screening form support

traditional conceptions

or
equity-minded conceptions

of merit and fit?
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Traditional conceptions: Equity-minded conceptions:

) O Cultural competence
O Credentials . > .
O Engages in self-reflection

O Expe"en(_:e O Focuses on instructor responsibility

O Leadership talent O Uses position & knowledge to support student

O Governance sKkills success

O Sensitivity O Views students as capable, uses student knowledge
as an asset
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Traditional conceptions: Equity-minded conceptions:

. O Cultural competence
O Credentials : :
) O Engages in self-reflection
O Experience O Focuses on instructor responsibility

O Leadership talent O Uses position & knowledge to support student

O Governance skills success

O Sensitivity O Views students as capable, uses student knowledge
as an asset

Cover Letter #1.:

“As you’ll see in my resume, | have many years
experience teaching in community colleges and
serving on a community college academic senate.
The first eight years of my teaching career were
also spent in a school district with a high
proportion of at-risk and free-and-
reduced-lunch students.”




Traditional conceptions: Equity-minded conceptions:
. O Cultural competence
O Credentials

) O Engages in self-reflection
O Experience O Focuses on instructor responsibility

O Leadership talent O Uses position & knowledge to support student

O Governance skills success

O Sensitivity O Views students as capable, uses student knowledge
as an asset

Cover Letter #2:

“As a first-generation student and an African-American female
studying mathematics, | always found that a friendly voice, a helpful
piece of advice, or a teacher getting to know me for who | am as a
person helped create a sense that | belonged, and | have aimed to do
the same for my students in my two semesters as a graduate
teaching assistant. Whether it is a simple hello at the beginning of
the day, walking students to the tutoring center myself, or taking
class time to advise students on their next math class, | feel
it is important for me to provide the same environment my
professors gave me as a way to pay it forward.”




Traditional conceptions: Equity-minded conceptions:

. O Cultural competence
O Credentials omP :
) O Engages in self-reflection
O Experience

. O Focuses on instructor responsibility
O LeaderSh'p talent O Uses position & knowledge to support student

O Governance skills success
O Sensitivity O Views students as capable, uses student knowledge
as an asset

Cover Letter #3.

“...as a result of the study | conducted as a
graduate student, the English Department
came to see that Latinx students were
receiving the college-level-placement
approval from faculty at a much smaller

rate than white students, even though
they had the same placement score.”




Vignhette
ACTIVIty

What skills or qualities does Cheryl look for to determine a candidate's ‘ment’ or

R 1) jot down your
observations on a post-it

What interests or values does Cheryl look for to determine how well a candidate will
“fit’ with existing faculty or department priorities?

In what ways is Cheryl following / not following the designated hiring process (e.g.
how is she ‘compliant” with the hiring process)?

What is the potential impact on candidates from underrepresented racial/ethnic
groups of Chenyl’s conceptions of ‘merit’, fit', and/or ‘compliance’?
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e What skills or qualities does Cheryl look for to determine a candidate's ‘ment’ or
‘worthiness’?

What interests or values does Cheryl look for to determine how well a candidate will
“fit’ with existing faculty or department priorities?

In what ways is Cheryl following / not following the designated hiring process (e.g.
how is she ‘compliant” with the hiring process)?

What is the potential impact on candidates from underrepresented racial/ethnic
groups of Chenyl’s conceptions of ‘merit’, fit', and/or ‘compliance’?

CUE.USC.EDU - @CENTER4URBANED | CENTER FOR URBAN EDUCATION

Vignhette
ACTIVIty

As a table, take 10
minutes to discuss

1) your observations
2) if hiring discussions
ON your campus are
similar or different



Example strategies for disrupting equity-undermining
statements/practices

 Ask “who benefits?”

 Name practices that undermine equity
e Re-center race consciousness

* Agree to hold each other accountable
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Next Steps

@Center4UrbanEd
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Feedback Forms &
Close

@Center4UrbanEd
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