
EQUAL EMPLOYMENT OPPORTUNITY 
TRAINING



MISSION STATEMENT
Cuesta College is an inclusive institution that inspires a 
diverse student population to achieve their educational 
goals.

We effectively support students in their efforts to 
improve foundational skills, earn certificates or associate 
degrees, transfer to four-year institutions, and advance in 
the workforce.

Through innovative and challenging learning opportunities, 
Cuesta College enhances lives by promoting cultural, 
intellectual, personal, and professional growth.  We 
prepare students to become engaged citizens in our 
increasingly complex communities and world.



ANTI-DISCRIMINATION LAWS (FEDERAL/STATE)

Cannot discriminate on the basis 
of:
 Color
 Race
 National Origin
 Genetic Information
 Hair texture/hairstyles associated 

w/particular race/national origin
 Sex/Gender (including gender 

identity/gender expression)

 Religious Creed
 Physical/Mental Disability, Medical 

Condition
 Ancestry
 Age
 Marital Status
 Military/Veteran Status
 Sexual Orientation

Presenter Notes
Presentation Notes
These laws are set by U.S Equal Employment Opportunity Commission, Department of Fair Employment and Housing.  California Code of Regulations Title 5, Section 53000 is specific to EEO Programs in Community Colleges.



DISTRICT POLICIES

BOARD POLICIES & ADMINISTRATIVE PROCEDURES
 BP/AP 3420 Equal Employment Opportunity
 BP/AP 7120 Faculty Hiring
 BP/AP 3410 Nondiscrimination
 BP/AP 3435 Discrimination and Harassment Complaints and Investigations
DOCUMENTS
 Cuesta College Classified United Employees Collective Bargaining Agreement
 District Equal Employment Opportunity Plan
 District Diversity Statement



EDUCATION CODE 87100

A workforce that is continually responsive to the needs of 
a diverse student population may be achieved by ensuring 
that all persons receive an equal opportunity to compete 
for employment and promotion within community college 
districts and by eliminating barriers to equal employment 
opportunity.



EDUCATION CODE 8760

Applicants for Academic and Administrative positions Must 
Demonstrate:

“sensitivity to and understanding of the diverse academic, 
socioeconomic, cultural, and ethnic backgrounds of 
community college students.”



ADVERSE IMPACT DEFINITION



BEST PRACTICES IN HIRING
EQUITABLE SCREENING AND INTERVIEWING



“FROM INSIGHTS TO INCLUSION: ON BUILDING DIVERSE TEAMS”

https://www.youtube.com/watch?v=0HvQI13ucHQ

https://www.youtube.com/watch?v=0HvQI13ucHQ


THINGS TO CONSIDER TO INCREASE EQUITABLE HIRING:

 Committee Makeup

 Interview Questions

 Job Announcements/Language

 Places of Advertisement

 Patterns of Hiring for Department

 Investment of time

 Well-defined criteria/rubric prior to reviewing applicants

Presenter Notes
Presentation Notes




CONFIDENTIALITY

Committee Members can:

 Discuss recruitment during committee meetings

 Send job announcement to specific groups

 Provide general information about the position

Committee Members cannot:

 Discuss recruitment with candidates, others outside of committee meetings

 Provide information to potential candidates that would not be public/common 
knowledge 

 When in doubt, contact HR

Presenter Notes
Presentation Notes
Failure to maintain confidentiality throughout the process and after may result in not being allowed to participate on hiring committees.



CONFLICT OF INTEREST

You may not serve on a selection committee if:
 You are a relative of a candidate for the position.

 You have a financial or real property relationship (past or present) with a candidate.

 You cannot be objective or unbiased in evaluating all candidates for a position.  
 This includes previous or current working relationships.

Not disclosing a conflict of interest or personal bias (positive or negative) toward a 
candidate for a position may result in a complaint of unfair hiring practice.



INTERNAL CANDIDATES

Special care must be taken when the candidate pool includes an internal 
candidate.

 Internal candidates should conduct themselves as if they did not know anyone on the 
committee.

 The committee should remove any knowledge of an internal candidate when 
conducting screening and rate them only based on their application materials and 
interview.

 The Committee Chair should remind the committee prior to the interview.



BEST PRACTICES

 All selection criteria are based on the overall job requirements.

 Tests and tools should be validated on content, criterion, and construct 
validity.

 Standardized questions and ratings.

 Competency based questions and ratings.



BEHAVIORAL INTERVIEWING

 Past performance predicts future behavior

 Structured interview

 Focuses on candidate’s past experiences and behaviors

 Reveals a candidate’s actual level of experience

 Focuses on knowledge, skills, and abilities required to be successful in the position

 Focuses on practical application vs. theory (hypothetical)

 Reduces bias and ambiguity



INTERVIEW RUBRICS
The number of ratings/rankings are not nearly as important as how they are defined. In evaluating an 
interview question, a 1-5 scale can be defined as:

 Far Exceeds Requirements: Perfect answer. Demonstrates competency accurately, consistently and 
independently.  All points and examples are relevant.

 Exceeds Requirements: Demonstrates competency accurately and consistently in most situations 
with minimal guidance.  Most points and examples are relevant.

 Meets Requirements: Demonstrates competency accurately and consistently on familiar 
procedures and needs supervisor guidance for new skills.  Some points and examples are relevant.

 Below Requirements: Demonstrates competency inconsistently, even with repeated instruction or 
guidance. Few points and examples are relevant.

 Significant Gap: Fails to demonstrate competency regardless of guidance provided. No points and 
examples are relevant.



ROLES OF 
COMMITTEE 
MEMBERS



ROLE OF COMMITTEE MEMBERS

Maintain confidentiality.

Consistent and fair evaluations of all candidates and 
materials.

Be a respectful and active committee member.



ROLE OF COMMITTEE CHAIR

Facilitate and lead all meetings.

Provide opportunity for each committee member to 
have their voice heard.

Protect integrity and credibility of the process.



ROLE OF EEO REPRESENTATIVE

Enforce EEO laws and regulations

Document each meeting

Ensure each applicant is discussed appropriately

Provide summary of deliberations



BREAKOUT ROOM DISCUSSION

As a group discuss the following:
The way in which someone performs in an interview setting 
provides a reliable predictor of how that person will 
interact with me in the work setting.

Is this a true or false statement?  Why?



DIVERSITY

Diversity encompasses all those 
differences that make us unique, 
including but not limited to race, color, 
ethnicity, language, nationality, sexual 
orientation, religion, gender, gender 
identity, socio-economic status, marital 
and family status, age, physical and 
mental disability.



EQUITY

Equity seeks to ensure 
fair treatment, equality of 
opportunity, and fairness 
in access to information 
and resources for all.



INCLUSION

Inclusion builds a culture 
of belonging by actively 
inviting the contribution 
and participation of all 
people.



“WHERE ARE YOU FROM?”

https://youtu.be/crAv5ttax2I

https://youtu.be/crAv5ttax2I


UNCONSCIOUS BIAS IN HIRING

Affinity Bias
The tendency to prefer those that remind us of ourselves.

Anchoring
The tendency to rely heavily on one piece of information when making decision.

Availability Heuristic
The tendency to trust your own experience and knowledge even if these go against 
new information that is presented.



UNCONSCIOUS BIAS IN HIRING 

Bandwagon Effect
The tendency to do (or believe) things because many other people do (or believe) 
the same thing.

Beauty Bias
The tendency to trust, give the benefit of the doubt to those we perceive attractive.

Confirmation Bias
The tendency to hear information in a matter that confirms what we already 
believe.



UNCONSCIOUS BIAS IN HIRING 

Negativity Effect
The tendency to allow things that are negative to have a 
more significant effect than things that are positive or 
neutral.



Knowledge
learning about implicit 

biases raises our 
awareness

Acknowledge
Openly state your 

awareness of implicit 
bias; recognize we are 

not ‘color-blind’

Proactive Monitoring
During decision-

making and evaluation 
tasks, pause and 

consider how biases 
may be impacting you

Role Play
Imagine you are being 
evaluated; how would 

you want to be 
perceived?

MANAGING 
OUR OWN 
BIASES

HOW CAN WE  
LIMIT THE IMPACT 
OF BIASES?



MANAGING OUR OWN BIASES

Am I reacting the same to each candidate when 
they have similar responses?

Am I responding to each candidate consistently? 

What is the basis for my positive/negative 
response?



“BIAS: THE INTERVIEW PROCESS”

https://www.youtube.com/watch?v=BCz3_Uj409U

https://www.youtube.com/watch?v=BCz3_Uj409U


BREAKOUT ROOM DISCUSSION

Discuss the following and how you would respond to the 
following:

During deliberation a committee member states, “I just 
don’t have a good feeling about this candidate.” 



LANGUAGE TO DISRUPT IMPLICIT BIAS

Which answer did the candidate give that has you making that 
assessment?

Where in the candidates materials is that identified?

Do the candidates we are moving forward with represent and 
meet the needs of our diverse student population?

What do you mean by that?

Presenter Notes
Presentation Notes
For example, “They are very green.” This can be an indicator of a positive/negative bias, or something relevant.



CONCLUSION

We are all responsible for equity in hiring.

We are all responsible for ensuring all candidates have 
Equal Employment Opportunity.



QUESTIONS?
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