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Federal Laws that Prohibit Discrimination

Title VII of the Civil Rights Act of 1964 prohibits discrimination on the basis of race, color, religion, sex, pregnancy or national origin.

Age Discrimination in Employment Act of 1975 prohibits discrimination on the basis of age in programs or activities receiving Federal financial assistance (Age 40+)

Title I of the American with Disabilities Act of 1990 prohibits discrimination against the disabled in employment and public services
Civil Rights Act of 1991 provides monetary damages in cases of intentional employment discrimination
State Laws that Prohibit Discrimination

California Government Code Section 11135 through 11139.5 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 Employment and Housing Act, California Government Code 12900, et seq., prohibits discrimination in employment on the basis of race, gender, religious creed, color, national origin, ancestry, physical handicap, medical condition, marital status, sex, age (above 40) and pregnancy

California Labor Code 1102.1 prohibits discrimination or different treatment in any aspect of employment or opportunity for employment based on actual or perceived sexual orientation

California Constitution Article 1 Section 31

Prohibits Discrimination and Preferential Treatment

The California Constitution to prohibits, public employers, from “discriminating against, or granting preferential treatment to, any individual or group on the basis of race, sex, color, ethnicity, or national origin in the operation of public employment, public education, or public contracting” (Calif. Const. Art. 1 section 31). As a result community college affirmative action programs were declared unconstitutional. Those programs have been replaced with statutes that focus on equal opportunity.

Sensitivity to the Diverse Backgrounds of 

Community College Students
Despite the invalidation of traditional affirmative action programs, promoting diversity in the workplace remains a legal obligation for community colleges. District hiring practices must be designed to comply with the recently-amended Education Code and Title V provisions relating to equal employment opportunity. Those provisions mandate districts to hire faculty and administrators that demonstrate sensitivity to and understanding of the diverse academic, socioeconomic, cultural, disability, and ethnic backgrounds of community college students. (Title 5 section 53024 (a) (2). Ed. Code 87360)

SCCCD application question;

In the space below, provide a statement about yourself that specifically demonstrates sensitivity to the needs of the diverse academic, socioeconomic, cultural, disability and ethnic backgrounds of community college students and the community at large.

The information from the candidate’s application and their response to questions on this topic in the interview should be used to evaluate the candidate’s demonstrated sensitivity to the needs of the diversity of community college students. (Sample Questions Attached)

Board Policy 3420 
Equal Employment Opportunity
The Board supports the intent set forth by the California Legislature to assure that effort is made to build a community in which opportunity is equalized, and community colleges foster a climate of acceptance, with the inclusion of faculty and staff from a wide variety of backgrounds. It agrees that diversity in the academic environment fosters cultural awareness, mutual understanding and respect, harmony and respect, and suitable role models for all students. The Board therefore commits itself to promote the total realization of equal employment through a continuing equal employment opportunity program. The Chancellor shall develop, for review and adoption by the Board, a plan for equal employment opportunity that complies with the Education Code and Title 5 requirements as from time to time modified or clarified by judicial interpretation.

Board Policy 7100
Commitment to Diversity
The District is committed to employing qualified administrators, faculty, and staff members who are dedicated to student success. The Board recognizes that diversity in the educational and working environment fosters cultural awareness, promotes mutual understanding and respect, and provides suitable role models for all students. The Board is committed to hiring and staff development processes that support the goals of equal opportunity and diversity, and provide equal consideration for all qualified candidates.

District Procedures for

Hiring Full Time Faculty 
Administrative Regulation 7120
Applicant Screening Criteria

Committees shall establish screening criteria that are non-discriminatory, job-related, that evaluate an applicant’s demonstrated sensitivity to and understanding of the diverse academic, socioeconomic, cultural, disability, and ethnic backgrounds of community college students and do not result in the exclusion of individuals who are qualified for the job.

Screening criteria must be directly related to the essential functions of the position, minimum qualifications and desirable qualifications required in the position announcement and measurable by the content of the application materials.

Minimum Educational Qualifications for Faculty are set by the Board of Governors of the California Community Colleges.
Constructing Interview Questions,

Teaching Demonstrations and Writing Samples 

Avoid questions/comments regarding any protected status (refer to page 1).

Consider the information included in the position announcement, the essential functions and the desirable qualifications, when creating interview questions, teaching demonstrations and/or writing samples.

Balance questions between objective and subjective questions. 
Examples of objective criteria include subjects such as education and experience. Examples of subjective criteria include attitude, work ethic and the ability to work well with others.

As noted earlier community colleges are required to evaluate faculty and administrative applicants’ sensitivity to the diversity of community college students. At least one question regarding this topic must be included as an interview question. (Examples Attached)
Follow Up Questions

Committee members may ask follow up questions if the follow up question meets one of the following criteria;

1. The question must be directly related in some way to the original question.

2. The question must be directly related to something contained in the candidates answer.

Selection Factors
The goal of the selection process is to hire the candidate who will best enhance the learning and working environment for our diverse student population, campus and community.

The committee must be able to distinguish an applicant’s ability to do the job from their ability to get the job.
Keep the focus on results: job performance in present and past positions, accomplishments and productivity.

Past performance is the best predictor of future performance.

Confidentiality

The selection process is a highly sensitive and confidential process. It is critical that everyone involved in this process maintain the highest degree of confidentiality in order to preserve the integrity of the process. (Administrative Regulation 7120 1.5 and 6.8) (Example attached)
EEO Representative Responsibilities

Monitor the process to ensure that no candidate is unlawfully discriminated against. Everyone on a selection committee shares in this responsibility.

Sensitivity to and Understanding of the 

Needs of the Diverse Backgrounds of 

Community College Students

Examples include:

Title V mandates districts to assess an applicant’s sensitivity to diversity in community colleges.  The following are some examples of questions which are not discriminatory:

· Have you had any past experiences working or interacting with the different cultural/ethnic groups in our region?  Describe.

· Please describe the different learning styles that you would expect to find among the diverse student population in our district?

· Follow up:  what teaching methods or strategies would you consider most effective in teaching students with different learning styles?

· Have you ever had to handle a problem in the academic setting that stemmed from the fact that students came from ethnic/cultural backgrounds that were different than yours?  Different from each other?  What was the problem and how did you handle the problem?

· Have you engaged in any work to promote cross-cultural communication or understanding?

· Is there anything else you would like to tell us about yourself that demonstrates your sensitivity to the diverse backgrounds of community college students?
Four Types of Interview Questions

DIRECT – Limited to short specific answers to questions;

Examples include:

· How long did you work as a community college instructor?

· What was your favorite subject in college?

OPEN-ENDED – Allows applicants to elaborate and express themselves, while not being limited to short-answer questions;


Examples include:

· Tell me about your career since leaving your volunteer assignment with the Red Cross

· How would you describe your personal strengths which will be most useful in fulfilling the responsibilities of this position?

Follow-up - Elaborate on information already provided by asking for more information and or detail;


Examples include:

· Could you say more about that topic?

· Could you give me an example of what you mean by that?

· Perhaps you can clarify that for me.

HYPOTHETICAL – The hypothetical question ascertains how an applicant would respond to a situation involving a specific set of variables.


Examples include:

· Prepare hypotheticals by determining the qualifications of a given position and the responsibilities involved in the position.  Such information can be used to create imaginary yet plausible situations during the interview and allow you to test an applicant’s ability to perform the job prior to hiring.  Hypothetical questions allow you to test the values and attitudes of applicants.  Hypothetical questions help you gauge organizational, communication, and decision-making skills.  Further, they can present you with insight into an applicant’s work habits, such as whether he/she reacts well under pressure or works well without direct supervision.
Search Advisory Committee

Confidentiality Statement

All individuals involved in the process of selecting new faculty are expected to honor the requirements contained in Administration Regulation 7120 and to respect the confidentiality of candidates’ personal and professional goals and current position.

· 
State Center Community College District is committed to conducting an open and equitable search process which conforms to the District’s Equal Employment Opportunities regulations as well as the legal requirements of the State of California.
· 
The official spokesperson for the search will be the Committee Chairperson. Committee members should not discuss the search with anyone outside the Committee.
· 
All candidate files are considered confidential and must be maintained and reviewed in a manner that ensures that candidates’ identities are not divulged to members of the college or the community.
· 
Information on whether or not an individual is a candidate and candidates’ status at each stage of the search is considered confidential.
· 
Search Committees have the professional responsibility to maintain strict confidentiality in matters pertaining to information about the candidates, such as, applicant names, contents of applicant files, interviewee’s responses, committee deliberations, reference checks or other information that might compromise the integrity of the process. 
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