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 MPP and Faculty Search Procedures 
 

 Our Goals for Training 
 

 Why is Diversity Important? 
 

 Diversity Hiring Myths 
 

 Overview of Search Procedures 
◦ Developing a Diversity Recruitment Plan; Preferred 

Qualifications; Campus Interviews 
 

 A Word About BIAS 
 

 EEO Compliance/Prop 209 
 

 Exercise 
 

 



 Faculty Search Procedures can be located at: 
Chairs and Diversity Advocates must be familiar with the procedures. 
http://www.csusm.edu/fa/facultysearch/ 
 

 
 MPP Search Procedures can be located at: 
http://www.csusm.edu/policies/active/documents 
senior_administrative_appointments.html 
Chairs and EEO/D representatives must be familiar with the 
procedures. 
 

 

http://www.csusm.edu/fa/facultysearch/
http://www.csusm.edu/policies/active/documents senior_administrative_appointments.html
http://www.csusm.edu/policies/active/documents senior_administrative_appointments.html


1.  A fair, effective, transparent & non-discriminatory 
     search and hiring process. 
 
2.  To attract a diverse pool of candidate. 
 
3. Hire the best candidate that meets the needs at  
    CSUSM 
 
4. Hiring that results in diverse faculty and staff. 
 
Anyone unwilling to follow CSUSM procedures and goals will not be 
allowed to serve. 

Presenter
Presentation Notes
Presidents emphasis on hiring diverse faculty and staff



 Diversity is a reality in California and at 
CSUSM 

 
 California demographics-Majority are persons of  

color 61% 
◦ 13 % Asian        7 % Black   
◦ 40% Latino        1.8 % Native American 
 
◦ 50% of  all kindergartners are Latino 

 
 

 60% of  BA’s and MA’s  nationally are earned by 
women. 

 
 
 

 



 
 The ability to be effective in diverse environments is 

necessary to be successful and to achieve academic 
excellence. 
 



 Educational Benefit 
◦ Develops critical thinking skills, cognitive development, greater 

satisfaction with university experience. Role models for all students, 
diverse perspectives, mentors. Future demographics require a more 
diverse faculty and staff. 

 Business/Career Rational  
◦ Prepares students for a diverse and global work place. Makes students 

more competitive in the workplace. 
◦ Results in greater innovation and creativity. 
◦ Inclusive work environment = employee satisfaction and productivity. 
◦ Lessens liability for discrimination and harassment complaints. 

 Social Justice/Humanitarian Goals 
◦ Prejudice/bias reduction, fairness, addresses current discrimination, 

equity as democratic process, seeing interconnectedness as humans. 
 



 
Veteran proponents of diversity have been successful in 
diversifying faculty and staff because they believed in  
 

THE ART OF THE POSSIBLE 
 

Don’t believe the myths about diversity hiring! 
 
 
Fraser and Hunt, Journal of Diversity in Higher Education, 2011, Vol. 4, No. 3, 
185–198 



1. There aren’t enough qualified candidates of 
color or women for our open positions. 

 
 Although availabilities differ, in most cases 

HEI’s are not hiring faculty anywhere close to 
the proportion that are available. 

 
 
 
 
Smith, D.G. (2000). “How to Diversify the Faculty,”86 Academe 48; Smith, D.G.,    
  Turner, C.S., Osei-Kofi, N., Richards, S. (2004). The Journal of Higher Education 
   75(2).  



2. We can’t compete in the bidding war for faculty 
or administrators of color. 

 

 Studies show, many highly qualified minority 
postdoctoral scholars were not actively recruited 
by academic institutions (only 11% of scholars of 
color were sought after in one study). 
 

 

  Smith, D.G. (2000). “How to Diversify the Faculty,”86 Academe 48; Smith, D.G.,    
  Turner, C.S., Osei-Kofi, N., Richards, S. (2004). The Journal of Higher Education 
   75(2).  

 



3. Focusing on diversity will require lowering our 
standards.  
 

 By recruiting a pool that reflects the availability of 
candidates from all groups, and by ensuring that 
we do not use criteria that may adversely impact 
women or minority candidates, quality will 
increase, not decrease. 

 

 Research shows  diversity promotes academic 
excellence. Having a skill set in cultural 
competence make’s one more qualified.  

Presenter
Presentation Notes
Today’s environment in California diversity is a reality, its not a choice. We all do diversity,  the question is do we do it well. In todays workplace it is very difficult to achieve excellence if you aren’t interculturally competent. Its like technology, it’s a part of the workplace without the right technology and the knowledge to use it it is difficulty to be successful in the workplace. Technology like diversity is a reality in the workplace in california.



 Search committees should be diverse 
 

 Recruitment plan to ensure a diverse pool 
 

 Preferred qualification - applicant’s must 
demonstrate diversity competencies 

 

 Search may be cancelled or delayed if pool is 
inadequate (includes if not diverse enough) 

 

 Search committee training (faculty - 2; MPP – all) 
 

 Non tenured faculty may serve and vote (faculty) 



 Diversity criteria required in rubrics 
 Diversity criteria in interview questions and 

references 
 MPP interview with AVP for Diversity* 
 EEO rep also responsible for diversity (MPP) 
 All committees must have EEO/D (MPP) or a 

Diversity Advocate (faculty) 
 Effort to recruit a diverse pool must be 

demonstrated. 
 
*Optional for faculty searches 



Should be inclusive, with special attention to: 
 

 Where there is the greatest amount of 
underrepresentation (UR) 
◦ Distinguish between domestic and international 

 
 Diversity that meets the needs of our students 
◦ Should be substantive and compositional 
 Substantive = skill set (intercultural competence) 

 
 

 

Presenter
Presentation Notes
Needs- academic, role models, Inequities – look at current composition, need for critical mass, retentionDomestic and International diversity is different need to understand the differences.Primary forms of diversity usually have greater impact see next slide.



We don’t want to be this 
guy! 



Recruitment/Advertising the Position 
 

Formal posting/advertising 
 

1. Chronicle HE, HERC, AAHHE, 
  

2. Minority & UR* group publications/ 
locations, websites, and discipline specific 
organizations, conferences. (Hispanic 
Outlook, Association of Black Psychologist, 
AAHHE conference, etc.) 
 
* UR refers to underrepresented  

Presenter
Presentation Notes
Take a very proactive approach, experience and research tells us the most effective way to recruit a diverse pool is to supplement formal advertising  by word of mouth, through personal approaches and by folks who know and trust each other. 



Informal posting/advertising 
1. Contacting minority/UR group caucuses of 
professional organizations and associations.  
 

2. Using women and minority registries, data 
banks and directories.  
 

3. Encouraging faculty and staff, particularly those 
who are members of minorities/UR groups,  for 
help in identifying peer networks, applicants, list 
serves or additional ways to reach diverse 
populations. 



4. Personal calls to colleagues who can 
identify potential applicants.  
 
5. Contacting minority and women’s colleges 
and universities.  
 
The Plan to attract diverse pool must be 
submitted before search may proceed 
 
 

 

Presenter
Presentation Notes
It is appropriate and encouraged to even do web searches for potential candidates and send them job descriptions, as long as it is done so broadly.



 
What has worked in the past? 



 MPP - a candidate’s demonstrated commitment 
and ability to advance the University’s goals in 
the areas of diversity and inclusive excellence 
will be a preferred qualification. 
 

 Faculty- An applicant’s demonstrated 
intercultural competence with diverse groups in 
teaching, research and/or service must be 
stated as a preferred qualification. 

 
Distinguish between EEO and Diversity and Inclusion 

 
 

 



 We are also being interviewed so we need to 
impress. Be careful of body language tone, 
ensure all candidates get same treatment. 

 

 Schedule 30 min interview with AVP Diversity 
(MPP required - Faculty optional). 

 

 Consider providing an opportunity for 
candidates to consult with affinity or other 
groups he/she may be interested in. 



 
Research shows that unconscious 
biases influence our evaluations 

and decision making  
 

Presenter
Presentation Notes
The research is clear that even the best of us have biases and these biases effect our decision making. The research is so overwhelming on this point that if we want a truly fair search and hiring process we must account for bias. 



 

 Bias affects hiring decisions in two ways: 
 

◦ Reliance on unconscious stereotypes when 
evaluating qualifications of candidates 

   (negative bias of the other) 
 

◦ The tendency to be comfortable or attracted to 
people who are perceived to be like us = The 
cloning effect of hiring people “who are like us” 

   (positive bias)   

Presenter
Presentation Notes
Example of “she reminded me of my grandma”



http://www.youtube.com/watch?v=UZHxFU7TYo4&feature=pl
cp 
 

 

http://www.youtube.com/watch?v=UZHxFU7TYo4&feature=plcp
http://www.youtube.com/watch?v=UZHxFU7TYo4&feature=plcp


 We may not be aware we hold 
particular associations  
◦ Can develop early in life 

 
 Can exist and affect behavior outside of 

awareness, even when we disapprove of 
a stereotype 

 
 

 
Source: Greenwald and Krieger 2001; Jost et al 2009; Slide: Slide: Stephen Benard, Indiana University 
  

 



 Identical CVs sent to 
random, national  
sample of faculty 

 

 Manipulate applicant 
sex (first name) 

 

 Applicant experience 
(assistant/associate CV) 

 
 
Source: Steinpreis, Anders, and Ritzke 199 
Slide: Stephen Benard, Indiana University 
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 Researchers sent ~5,000 
resumes to a wide range 
of jobs in Chicago and 
Boston 

 

 Systematically varied 
common white/African 
American names 
 

Percent of Applicants Called Back
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Slide: Stephen Benard, Indiana University 



 Penalties for women who behave in 
stereotypically male manner  
◦ Assertive women disliked, seen as pushy, selfish, less 

hire-able 
◦ Similarly-behaving men not penalized 
 

 Grades given predict teaching evaluations 
for women, not men 

 
 
Source: Heilman et al 2004; Ridgeway 1982; Rudman 1998; Rudman & Glick 1999;  
Sinclair and Kunda 2000; Slide: Stephen Benard, Indiana University 
 
 



 Most common phrases for women: 
◦ Her training 
◦ Her teaching 
◦ Her application 
 

 Most common phrases for men: 
◦ His research 
◦ His skills and abilities 
◦ His career 
 

 By this measure, men are portrayed more as 
researchers and professionals. 
 

24 

Slide: Stephen Benard, Indiana University 



 Requires an awareness of one’s biases 
 

 Training  
◦ Educate about research, mechanisms of unconscious bias 

 

 Transparency 
 

 Accountability 
◦ the expectation that one may be called on to justify 

one's beliefs, feelings, and actions to others 
 
 To test your implicit biases go to: 
 https://implicit.harvard.edu/implicit/demo/ 
 
Lerner and Tetlock 1999; Tetlock 1983a, 1983b, 1985; and Tetlock and Kim 1987; Slide: Stephen 
Benard, Indiana University 
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Transparency* Agree on standards of evaluation before evaluating candidates* Education vs. experiencePerformance vs. potentialWhy Accountability Works* Requires us to think through our decisions* Use more effort to process information* Less likely to make snap decisions* Increases motivation and effort to avoid stereotypingThis is part of the reason why we have the rubrics and search committee members must explain why some candidates were forwarded and others not, slows you down, idea is to have you reflect on decisions. You should keep each other accountable when a reasons given doesn’t seem to make sense. 



 “He seems like a good fit” 
 
 “Will she survive in that college, she will be the 

only…” 
 
 “I had a good feeling about her” 

 
 “He graduated from an elite University” 

 
 “I am unfamiliar with the organizations he 

belongs to” 
 

 Will her family situation allow her to publish? 
 

Presenter
Presentation Notes
A major barrier to diversifying the faculty is the tendency of many search committees and final hiring authorities to look for faculty who are “just like us” (Turner 2002, Light 1994).and to reject candidates whose education, experience, or research interests deviate from the traditional academic mold (Turner 2002, Bensimon 2000).



 Discrimination in hiring on the basis or race, 
color, religion, national origin, sex, sexual 
orientation, marital status, pregnancy, age, 
disability, medical condition and covered 
veteran status is prohibited.  

 
   Executive Order No. 883 



In addition to protected classifications in 
Executive Order 883 other laws prohibit asking 
about: 
 

 Immigration/Citizenship status 
 Gender indentification 
 AIDS/HIV 
 Genetic information 
 



Non 
discrimination 

Treat 
candidates the 

same 

Interview 
questions 

Reference 
questions 

Campus visit 

Screening 
criteria 

(adverse 
impact) 

  X. EEO 

Presenter
Presentation Notes
Screening criteria – example of woman candidate with facial hair. And more formal criteria such as height. Must weigh criteria to BOQ.



Do not ask questions that disclose a protected 
classification. 
 

 If your planning a family will it impact your research? 
 

 That’s an interesting accent what country are you 
from? 

 

 Do you have any disabilities that would prevent you 
from performing the duties in the job announcement?  

 

 What is your significant other’s name? 
 

 Your name sounds Jewish, am I right? 
 

 



Lets clarify what we can and can’t legally do regarding 
diversity under Prop 209 
*  Can’t hire someone (or give a preference) because of 
    their sex, race, color, ethnicity or national origin 
*  Can require or prefer a candidate be inter-culturally 
    competent as long as its job related 
*  Can have goals regarding diversity hiring (not quotas) 
*  Can cancel/delay search if pool is not diverse re A.I. 
*  Can consider any ability or experience of candidate 
    that would enable them to be effective in teaching,  
    research, and service  
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Presentation Notes
Lot of myths about what prop 209 prohibits. Often people go to on or the other extremes. Some walk into search committees saying can’t consider anything related to diversity or affirmative action, other extreme is demanding in a search committee we “hire a women” or “african american” for example. Both are incorrect.We cannot say we will hire a person because of their race/ethnicity or sex. We can hire them because the diversity skill set they may bring with them - because of the things they will add to enhance and/or enrich students academic experience.i.	Academic, emotional, psychological, relational needs of studentsii.	Knowledge and experience students need to be successful at the university and competitive on the workplace.iii.	California and local demographicsiv.	 Candidates who add to the existing knowledge, experience and skills of current faculty – should be diverse not homogeneousv.	Ability to teach and connect with students-Is  candidate able to impact academic success of studentsRelevancy of research to local areaThe fact that their race or sex contributes to their ability to do the above is ok.A.I. = Adverse Impact



 

 For diversity and EEO compliance questions contact: 
                                                                                   

                                                                                  
                                                                                  
                                                                                  
                                                                                  
                                                                                  
                                                                                  
     a. Faculty searches - Michelle Hunt (AVPFA). The 
AVP for Diversity (Arturo Ocampo) is a back up 
resource for Michelle on diversity 
questions.                                                                  
                                                                                  
                                                                                  
                                                                                  
                                                                                  
                                                                                  
                                                                                  
                                                                                  
                                                                                  
                               

        
      

 

       
         

        
 



Break up into groups of 4-5 discuss  
scenario #1 (10-15 minutes) 
 
Report back your groups thoughts. (10 
minutes)  
 
 
 
 





 http://www.youtube.com/watch?v=UZHxFU7
TYo4&feature=plcp 

 
 
 http://www.youtube.com/watch?v=QGtQsJUia

xk&feature=youtu.be 
 

http://www.youtube.com/watch?v=UZHxFU7TYo4&feature=plcp
http://www.youtube.com/watch?v=UZHxFU7TYo4&feature=plcp
http://www.youtube.com/watch?v=QGtQsJUiaxk&feature=youtu.be
http://www.youtube.com/watch?v=QGtQsJUiaxk&feature=youtu.be
http://www.youtube.com/watch?v=QGtQsJUiaxk&feature=youtu.be
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