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Types of Bias 
 

 Affinity bias is the unconscious tendency to get along with others who are 
like us. It is easy to socialize and spend time with others who are not 
different. 
 

 Gender bias is prejudice against people of a particular gender, usually 
women. Gender bias may result in discriminatory treatment or unequal 
opportunity. family & personal matters. gender, sexuality, and reproductive 
rights 

 

 The halo effect is a type of cognitive bias in which our overall impression of 
a person influences how we feel and think about their character. 

 

 The horn effect, closely related to the halo effect, is a form of 
cognitive bias that causes one's perception of another to be unduly 
influenced by a single negative trait. 

 

 Perception bias is the tendency to be somewhat subjective about the 
gathering and interpretation of healthcare research and information. There 
is evidence that although people believe they are making impartial 
judgements, in fact, they are influenced by perception 
biases unconsciously. 

 

 Confirmation bias is the tendency to interpret new evidence as 
confirmation of one's existing beliefs or theories. 

 



History 
 

Total Possible: 10 points (circle one)  
 
1                2                3                4                5                6                7                8                9                10              

 
Response at the beginning level ---- Response is at the developing level ----Response reflects advanced ability 
 
 
 
Rater’s Comments:  
 
Question #4 

a) What teaching strategies do you employ to engage students in critical thinking and class participation?   
b) Please describe in detail how you use student success data, including student learning outcomes assessment, 

to evaluate these teaching strategies.  
c) What changes have you made as a result of this data? 

 Criteria: 
Answers could include a variety of possibilities.    

 Critical thinking strategies might include class discussions and/or assignments asking students to compare and 
contrast historical events, ideas, movements, etc.   

 They might also include an analysis of one or more primary source documents seeking to understand the 
document(s) from a historical perspective as well as analyzing for bias.   

 Class discussion as well as small group discussions are vehicles for critical thinking as well as individual 
assignments.  

Class Participation strategies may include: 
 Discussions based on primary sources, relating present-day experiences to historical events, debates and group or 

individual presentations.   

 Candidates might discuss the use of iClickers, phone apps and/or classroom contests/quiz shows.   

 Candidates should discuss how they create a classroom environment that validates students’ participation and is 
respectful of a variety of different points of view.   

 In addition, candidates may mention respectful disagreement on challenging issues.   

Assessment Data and Changes: 
 Conduct a regular cycle of SLO assessment. 

 Evaluate assessment data and discuss with departmental colleagues. 

 Have adjusted/changed assignments, exams, or teaching strategies in order to increase student success as a result 
of the data and evaluation. 

Total Possible: 10 points (circle one) 
1                2                3                4                5                6                7                8                9                10              

 
Response at the beginning level ---- Response is at the developing level ----Response reflects advanced ability 
 
Rater’s Comments:  
 
 
 
 



Sample Cultural Competency Interview Questions 

 
This is a comprehensive list of sample interview questions related to cultural competency that are 

currently being used in various institutions of higher learning.  Search committees are not required to 

use a question directly from this list.  If so desired, search committees can utilize these sample 

questions as a means for developing interview questions related to cultural competence for use in 

formal or informal interviews. 

 
 

1. How do you/would you work with students from diverse cultural backgrounds?  

 

2. Give us your background on teaching and mentoring experiences with students from diverse 

cultural backgrounds? 

 

3. Please comment on how you will contribute to our mission regarding the educational benefits 

of and commitment to cultural diversity.  

 

4. Besides teaching and research can you give us an example of how you may contribute to 

student diversity and mentoring?  

 

5. Is there an example of how you have demonstrated a commitment to diversity in a prior 

situation?  

 

6. What kinds of experiences have you had in relating with people whose backgrounds are 

different than your own? 

 

7. Describe a specific situation in which you worked with a diverse group of people or person 

over a period of time.  What did you learn from this experience?  

 

8. How will you contribute to the institution's effort to enhancing diversity in a meaningful way?  

 

9. Tell us how you will contribute to student mentoring and diversity. 

 

10. What does it mean for you to have a commitment to diversity?  How have you demonstrated 

that commitment, and how would you see yourself demonstrating it at MCC?  

 

11. Tell us how you work with people to create or foster diversity in the workplace.  

 

12. What do you see as the most challenging aspects of an increasingly diverse academic 

community, and what steps have you taken or plan to take to meet such challenges? 

 

13. Please comment on the benefits of racial, ethnic and gender diversity in the student body and 

the faculty?  

 

14. Tell me about a time when you contributed to diversity and inclusion. Perhaps you were 

working with others in your department or on a committee. We’d like to hear about a situation 

like that. What were the circumstances at the time? What specific actions or steps did you take 

to handle the situation? With whom did you interact? Share with us the outcome of that 

situation.  

 



15. How would you define diversity?  Please provide examples of how you have demonstrated 

commitment to diversity in prior situations.  

 

16. How would you address racial tension among students in your classroom? 

 

17. How do you adapt your teaching to meet the different culture and learning styles of your 

students?  

 

18. For the past several years MCC has been focusing on increasing the number of our under-

represented faculty, staff and students; African American, Latino American, Native American 

(AALANA), and Women.  Please share with us any opportunities you have had with these 

populations; what was the situation(s), and discuss outcomes.  

 

19. Give examples of times when your values and beliefs impacted your relationships with your 

colleagues.  

 

20. Can you recall a time when a person's cultural background affected your approach to a work 

situation? 

 

21. Tell us about a time that you adapted your style in order to work effectively with those who 

were different from you.  

 

22. In your experience, what are the challenges faced by members of historically underrepresented 

groups in the workplace?  What strategies have you used to address these challenges, and how 

successful were those strategies?  

 

23. What efforts have you made, or been involved with, to foster multicultural understanding and 

cultural competence?  

 

24. What measures have you taken to make someone feel comfortable when some people seemed 

uncomfortable with his or her presence?  

 

25. Suppose that you encounter a pervasive belief that diversity and excellence are somehow in 

conflict.  How do you conceptualize the relationship between diversity and excellence?  What 

kinds of leadership efforts would you undertake to encourage a commitment to excellence 

through diversity?  

 

26. Has diversity played a role in shaping your teaching and advising styles?  If so, how?  

 

27. What is your vision of diversity at a community college such as MCC? 

 

28. Do you find students from different cultural backgrounds have different learning needs?   

If yes, how do you address these needs? 

 

29. In your experience, what are the key factors that contribute to the success of students from 

diverse backgrounds? 

 

30. What efforts have you made to help achieve a more diverse faculty and staff?  If you have not 

directly been involved in a similar endeavor, how would you plan to achieve this objective at 

MCC? 



31. Have you previously developed and implemented a comprehensive recruitment and retention 

plan that increased the likelihood of increasing a diverse faculty and staff pool?  Provide 

examples. 

 

32. How would you help to create and sustain an organizational environment that acknowledges 

and celebrates diversity and employs inclusive practices throughout its daily operations? 

 

33. What steps would you take to create a climate that is supportive and respectful and that values 

differing perspectives and experiences?  How would you measure the success of this objective? 

 

34. When have you previously been involved in creating meaningful dialogue between and among 

groups that increases understanding of varied perspectives and the nature of social and 

economic inequalities?  How would you incorporate this in your management practices? 

 

35. What would you do to motivate and engage students, faculty and/or staff in learning varied 

perspectives of diversity, inclusion, and social justice?  

 

36. What expertise do you have in areas of study that examine diverse identities and cultures? 

 

37. Practices and outcomes related to diversity and inclusion are vital measures of institutional 

excellence.  How would you support creating a culture of organizational learning and 

continuous improvement at the faculty level? 

 

38. What experience have you had in increasing research and grant funding opportunities which 

include diversity/inclusion related outcomes? 

 

39. Please describe how you would work to create a campus environment that is welcoming, 

inclusive and increasingly diverse. 

 

40. Describe how you function and communicate effectively and respectfully within the context of 

varying beliefs, behaviors, and backgrounds. 

 

41. What opportunities have you had working and collaborating in diverse, multicultural and 

inclusive settings. 

 

42. What is your definition of diversity?  How do you encourage people to honor the uniqueness of 

each individual?  How do you challenge stereotypes and promote sensitivity and inclusion? 

 

43. How do you seek opportunities to improve the learning environment to better meet the needs of 

students from all over the world and from students who have been historically marginalized in 

the USA, such as the Native Americans, African Americans, Latinos, Asians, and other 

communities? 

 

44. What is your method of communication with students who are different from you?  How do 

you convey thoughts, ideas, or adverse conclusions? 

 

45. Describe your experience or explain how you have been educated to understand the history of 

African Americans, Latinos, Asians, Native Americans and other historically marginalized 

communities in the USA. 



46. Describe your experience in serving or teaching underrepresented communities. 

 

47. Tell us about a time when you had to work with someone who had the direct opposite 

personality of yours? 

 

48. Give an example of how you walk in the shoes of people we serve and those with whom we 

work. 

 

49. Give an example of how you honor commitments and describe a time when you were asked to 

compromise your ethics.  What did you do?  What would you do in the future? 

 

50. How has your current/previous employer benefited from multiculturalism? 

 

51. How do you define social justice? 

 

52. Describe a situation in which you encountered a conflict with a person from a different cultural 

background than yours.  How did you handle the situation? (Please be specific) 

 

53. In previous work experiences, what has been the greatest obstacle in developing a 

multicultural-competent staff? 

 

54. Describe a situation in which you utilized your multicultural skills to solve a problem. 

 

55. What ideas do you have for educating students about diversity? 

 

56. How has diversity played a role in shaping your social style? 

 

57. Tell us about a time when you changed your style to work more effectively with a person from 

a different background. 

 

58. Tell us about a time you took responsibility/accountability for an action that may have been 

offensive to the recipient and how you did that. 

 

59. Talk about a time when you had to abide by a policy that you did not personally agree with. 

 

60. Talk about a time when you had to deal with conflict at work. 

 

61. Talk about a time when you were placed on a team and you or someone on that team didn't see 

eye-to-eye. 

 

62. Describe the most difficult person you've ever had to deal with at work. 

 

63. Describe a time when you needed to work cooperatively with someone that did not share the 

same ideas as you. 

 

64. Give an example of a time when you had to make an adjustment to your personal style in order 

to successfully work with a coworker. 

 

65. Give an example of a time when you had to expend social capital to champion social justice. 

 



66. Give an example of a time when you could not be tolerant of another person’s point of view. 

 

67. What do you see as the most challenging aspects of an increasingly diverse academic 

community?  Follow-up question:  What initiatives have you taken to meet such challenges? 

 

68. What is your sense of the complexities and leadership challenges related to social justice and 

multiculturalism at MCC? 

 

69. How would you work with people under your supervision to foster a climate receptive to 

diversity in the department, the curriculum, staff meetings, printed materials, initiatives, etc? 

 

70. In what ways have you integrated multicultural issues as part of your professional 

development? 

 

71. Talk about how you responded to a co-worker who made an insensitive remark. 

 

72. Talk about a time that you successfully adapted to a culturally different environment. 

 

73. What issues have arisen from your work with non-traditional and first generation students?  

What has gone smoothly and what has been challenging in this work? 

 

74. What are some specific things you are going to do within the next two years to further your 

development in cultural competency? 

 

75. How does your own identity impact your work with a diverse staff and student body? 

 

76. When interacting with a person from a different culture than your own, how do you ensure that 

communication is effective? 
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EVALUTING ORGANIZATIONAL FIT: DEFINING AND DOCUMENTING FIT 

 

Organizational fit is a commonly used term, but it is also as commonly misunderstood as it is 
misapplied. Often, fit is described as a displeasing characteristic of a candidate that disqualifies 
him or her from employment. It is often viewed as a committee member (or manager’s) personal 
preference. 

Typical Examples: 

 He would be happier at a place that has more resources 
 She seems too quiet to want to work with a bunch of loud introverts like us 
 His background is too prestigious. I am not sure if he would eventually stay at our 

institution 

When statements like this are made, other committee members may consider these new criteria, 
even though they were not applied to other candidates. 

When additional criteria is included in this way during deliberations, and then used to eliminate 
qualified candidates, this is an example of conscious or subconscious subterfuge. Data show this 
tactic has been used to call inappropriate attention to people of color and female candidates. The 
end result of this tactic is to undermine someone’s candidacy by discrediting the candidate’s 
differences. 

To prevent this practice, fit needs to be measurable and either stated or documented. It must be 
agreed upon in advance and the criteria must appear in the position description or job 
announcement.  

Once fit criteria is set, the committee must agree on how it will be measured.  
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1. Ask the right questions 

The job interview is still the best tool employers utilize in hiring. Most job 
interviews are a huge obstacle for any candidate. Questions like, “Where do 
you see yourself after five years?” or “If you had to choose one animal what 
animal would you be?” should have died out in 1990. Many recruiters are still 
asking these questions. 

The right job interview questions asked are critical during a job interview. But 
questions should help you to reveal a lot about a candidate’s drive and 
ambition and not what animal he/she prefers. 

HR will begin to provide you with a bank of questions used for 1st level 
interviews, which have diversity engaging questions embedded, and technical 
questions based on the position. All 2nd level questions will need to be 
submitted to HR manager for approval. 

2. The right work ethic is better than technical skills 

Technical skills should be acquired through constant learning and training. But 
the right work ethic is an innate quality that can’t easily be taught. Someone 
with the right work ethic and who is also passionate about the company will be 
more successful than someone who goes to work to get a paycheck. 

The right attitude is a better gauge than the right skill sets. 

3. Company culture is still important 

Every company wants to have team players that are a positive addition to the 
company culture; they are not looking for somebody who is going to interrupt it 
or who not the right fit. But culture can still be taught through proper 
onboarding: Nothing guarantees a great fit. Once you’ve made your choice 
and even though you have been cautious about selecting someone with the 
right mindset and values, this does not guarantee a great fit. 

Everyone is different, and no one will be able to integrate perfectly into a 
company from day one. While you might value about 90% of the same things, 
there is always a 10% left that could ruin all the fun. 
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This is why it is essential during the onboarding process to remind the new 
hire of what is expected of them. Company values and culture are not about 
pointing fingers at people who do not agree with them but showing employees 
what they can expect and what is expected of them. This allows them to grow 
in an environment they understand. 

4. Understand that employees might make mistakes 

We are only human; we will make mistakes and hopefully learn from those 
mistakes. Part of being a leader is allowing your hires to make mistakes and 
to learn from them. Through this, you will help them unlock their potential and 
continue to grow both professionally and personally. 

You can’t expect your employees to grow within their positions and within the 
company, if they are already perfect. Progress should be the goal of every 
organization, not perfection. 

5. Support and training 

Hiring the right employees is possible when you understand what your 
candidates will need to be successful before you hire them and then support 
your hire from their very first day on the job. 

No individual joins an organization knowing every aspect of that job. But with 
proper onboarding and training time, new hires can be polished to become 
stars in the midst of the crowd. 

Encourage your hires as appropriate along the way and give feedback. 
Acknowledge the employee for what they have done right and point out what 
they need to improve. Expose them to people who can mentor and train them. 

Work with them on a plan to improve their skills and give them the freedom to 
grow and progress in their position and the company. 

6. Picking progress over perfection 

Most employers want ‘perfect’ employees to work for them, employees that 
will match 100% of the requirements that company needs for their open roles. 
But the fact is perfection is very relative. 
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And when organizations start seeing themselves as perfect, it leaves no room 
for improvements. Besides, working around perfectionists can be stressful, 
irritating, and often drives those around the perfectionist to back away and 
even quit their job. 

  

Progress is an improvement, innovation, and change. Change is 
inevitable, no matter what industry you work. To promote change, you must 
have growth. To have progressed, you must give your hires the freedom to do 
what they are passionate about, even if you don’t agree with it. After all, you 
might be wrong about whether or not it will work. Without risk and innovation, 
there will never be change or progress. 

  

Motivate employees to progress in their current skills. Employees must 
be allowed to think on their own and to be pushed beyond their comfort level 
to experience new things, to become passionate about new things, and to 
bring new ideas to the table. Even if you are content with most of the people 
you have hired so far, remember that continuous improvement is key to 
success. 

 



Assistant Superintendent/Vice President, Student Affairs

Assistant Superintendent/Vice President, Student Affairs

Southwestern College

Work Site: 900 Otay Lakes Road, Chula Vista, CA 91910

Department: Student Affairs

District Values
Incumbents in District positions are expected to exhibit an equity-minded focus, responsiveness, and
sensitivity to and understanding of the diverse academic, socioeconomic, cultural, gender identity, sexual
orientation, and ethnic backgrounds of community college students, and employees, including those with
physical or learning disabilities, and successfully foster and support an inclusive educational and
employment environment.

Responsibilities:
The Assistant Superintendent/Vice President for Student Affairs (ASVPSA) reports directly to the
Superintendent/President, and provides District-wide leadership, supervision and oversight for Student
Affairs and student equity. The ASVPSA provides transformational leadership for the college's student
services functions, working collaboratively with executive level leaders, administrators, faculty, and
classified professionals to develop, implement and monitor innovative approaches to equitable student
experiences.

Knowledge and Abilities:
The ASVPSA may serve as the Superintendent/President’s designee of the District in the absence of the
Superintendent/President; supervises and evaluates the performance of assigned staff. The ASVPSA is the
student services officer for the District.

1. Provides leadership ensuring the College District offers a comprehensive array of student services
including but not limited to, student development programs focused on student success, and enrollment
management programs, admissions, counseling, advising, career, planning, and placement recruiting and
retention, registration and records, student discipline, student activities, student advocacy, services for
students with special needs, cultural activities, and other student support services and programs;
2. Leads and collaborates with college instructional/non instructional leadership to ensure Jaguar (Guided)
Pathways is institutionalized into the college; as well as plays a major role in accreditation reaffirmation.
3. Provides equity-focused leadership and fosters an inclusive working environment.
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4. Develop, recommend, and implement student services policies, procedures and practices which foster
and promote student equity, learning, and achievement, and which support the educational programs of the
College; recommends organizational structures, personnel and resources to ensure a student-centered /
learner-centered environment at all levels; represents the College to various external entities and with
outside agencies in matters relating to the College’s student services;
5. Provide leadership and direction for collective bargaining and contract administration activities; may
serve on the District’s negotiating team with unions; maintain confidentiality regarding issues related to
negotiations and collective bargaining matters; ensure compliance with labor union contracts; and address
faculty and classified confidential grievances.
6. Coordinate the student services program review activities in order to maintain continuous evaluation of
the economic feasibility of student services to ensure that only those programs with appropriate priority in
terms of need and demand are continued.
7. Participates in and supervises the preparation and recommendation of detailed budgets, with cost
estimates, for functions supervised. Establishes and maintains budgetary control of functions supervised;
8. Lead, supervise, and evaluate the performance of assigned staff; update job descriptions to reflect
student experience, interview, and select employees and recommend transfers, reassignment, termination
and disciplinary actions according to established procedures.
9. Perform related duties and responsibilities as required.

Education and Experience:

Minimum Qualifications: (Faculty and Academic Administrator Positions Only)
Master’s Degree
AND
One year of formal training, internship, or leadership experience reasonably related to the administrator’s
administrative assignment and one-year demonstrated leadership.

Demonstrated commitment to equity- focused leadership, responsiveness, and sensitivity, to every aspect
of human diversity and actively promotes an inclusive educational and working environment.

Desirable Qualifications:
An earned doctorate from an accredited institution is desirable.

Three years progressively responsible administrative experience including leadership and senior
management experience.

The successful applicant will have a demonstrated and progressive track record in the administration of
administrative services in higher education. This background should be evidenced by recent and proven
experience, knowledge, and abilities in:

Demonstrated understanding of, and a commitment to: the community college mission and purpose;
teaching and learning; high academic standards; and, student achievement.

Knowledge and understanding of student development theory and programs; knowledge of student due
process policies / procedures; knowledge and understand of the current issues and trends in student affairs
and student development.

Knowledge of mediation and/or conflict resolution strategies and methods; skill in mediating disputes

CCCRegistry Job Description https://www.cccregistry.org/jobs/JobDesc.aspx?JobDescID=136970&att...

2 of 5 11/1/2020, 7:06 PM



between students, staff and students, staff and students/ parents and community representatives;

Skill in establishing and maintaining collaborative working relationships with all segments of the College;
ability to develop collaboration among diverse groups; ability to think ‘outside of the box’ and to lead and
manage change;

Demonstrated understanding of and experience with the assessment of student learning outcomes.

Experience with strategic planning and implementation, resource development and allocation, personnel
and faculty development, management, and initiation of change.

Knowledge and experience with accreditation requirements and processes; knowledge of program review
cycles and experience with California Community College system and ensuring compliance with relevant
regulations, legislation, and reporting requirements.

Demonstrated track record of meeting the needs of culturally, ethnically, and economically diverse,
faculty, students and staff.

Leading through a lens of equity and race consciousness.

Collaboration with district leadership in developing and implementing effective enrollment management
processes.

Working with college participatory governance groups in a collective bargaining environment.

Interpersonal skills using tact, patience, and courtesy.

Salary
Executive Level - Educational Administrator, $164,366-$202,184 plus $2,000 annually for earned
doctorate degree. A standard medical and fringe benefit package is available.

Start Date

As soon as the successful candidate is identified and following the subsequent governing board approval.

Screening Deadline
All application materials must be received on-line at https://jobs.swccd.edu. Position is open until filled.
Applications received by the first screening deadline of 11:59 p.m. on Friday, June 5, 2020 are guaranteed
to be reviewed by the selection committee. Any application received after the deadline is not guaranteed a
review.

Work Schedule:
Successful candidate may be assigned to any of the campus sites (Chula Vista, National City, Otay Mesa,
and/or San Ysidro).

Additional Information:
We regret we are unable to accept faxed, e-mailed, mailed, or hand delivered application materials. Only
complete application materials submitted through SWC online system will be accepted. To complete and
submit your application for this position, please visit our online employment website at
https://jobs.swccd.edu. All required information must be submitted online before the review date and time
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indicated on the job posting.

A confirmation number will be assigned if your application packet has been successfully submitted.
Assistance with the online application process is available through the Human Resources Office at 900
Otay Lakes Road, Chula Vista, CA 91910; telephone: (619) 482-6395 or e-mail to
employment@swccd.edu.

It is the sole responsibility of the applicant to ensure that all application materials are received by the
review deadline date. A separate, complete application packet is required for each position for which you
are applying for. All materials included in your application packet become District property, will not be
returned, will not be copied, and will be considered for this opening only.

Candidates selected for employment with Southwestern Community College District must be
fingerprinted by an electronic fingerprinting service (i.e. LiveScan) within 10 days of employment;
provide clearance of tuberculosis (dated within the past 4 years and renewed every four years as a
condition of continued employment) within 60 days of employment; provide proof of eligibility to work in
the United States.

In addition to the above, for Faculty/Administrator positions (only), successful candidate must submit
official (sealed) college transcripts confirming date degree conferred and/or a valid CA Community
College Credential.

Reasonable accommodations will be provided to candidates with verified disabilities. Accommodation
requests should be made at the time the interview appointment is scheduled.

As an Equal Opportunity Employer and in compliance with the Americans with Disabilities Act,
Southwestern Community College District will make reasonable accommodations for individuals with
disabilities.

The Southwestern Community College District shall not discriminate against any person in employment
or in any program affiliated with the District on the basis of age, ancestry, color, ethnic group
identification, national origin, religion, race, sex, sexual orientation, physical or mental disability, veteran
status, or on the basis of these perceived characteristics, or based on association with a person or group
with one or more of these actual or perceived characteristics.

Notice of Availability of the Annual Security Report - Southwestern College is committed to assisting all
members of the community in providing for their own safety and security. The Annual Security Report is
available on the SWCPD website at http://www.swccd.edu/modules
/showdocument.aspx?documentid=21116.

If you would like to receive a hard copy of the Annual Security Report which contains this information,
you can stop by the SWC Police Department or you can request that a copy be mailed to you by calling
(619) 482-6390.

The report contains information regarding campus security and personal safety including topics such as:
crime prevention; public safety authority; crime reporting policies; programs to prevent dating violence,
domestic violence, sexual assault, and stalking; the procedures the College will follow when one of these
crimes is reported; and other matters of importance related to security on campus. The report also contains
information about crime statistics for the three most recent calendar years concerning reported crimes that
occurred on campus; in certain off-campus buildings or property owned or controlled by the College or a
recognized student organization; and on public property within, or immediately adjacent to and accessible
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from the campus.

This information is required by law and is provided by the SWC Police Department.

Drug and Alcohol Abuse Prevention Plan (DAAPP) - More information about the DAAPP, including the
Drug Free Environment and Drug Prevention Program Policy and Procedure and Biennial report can be
found in the Health and Safety Section of the campus Consumer Information page ( http://www.swccd.edu
/index.aspx?page=1084)

To apply, visit: https://jobs.swccd.edu/postings/3162
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