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Overview of School/District 

 Predominately white staff 

 Historical practice of hiring- “family” trees 

 Student demographics  

 Low income housing in the 60’s 

 Equity work 



Counselor Characteristics 

 Team Player 

 Interface effectively with parents/community 

 Approachable to kids 

 Male 

 Technology 

 Hit the ground running 

 Race 

 Bilingual 

 Teaching Background 

 Sponsor, Coach 

 SAP 



Gaps 

 Gender 

 

 Race 

 

 Technology 

 

 Bilingual 



November Department Meeting 

 History of DHS activity. 

 

 First 50 years of Deerfield High School, one 

person of color hired in the Counseling 

Department.  Staff member hired in 2008. 



December Late Start Meeting 

Equity and Hiring  

 Expanding Definitions of Good Teaching 

Article from Everyday Anti Racism. 

 District 113 Hiring Power Point 

 Incorporating Equity into Recruiting and 

Hiring Process Power Point 

 



Expanding Definitions of  

“Good Teaching” 

 Think of one of your colleagues from 

another racial group whose pedagogy 

you admire.  How could you start a 

conversation with him or her about it? 

Role-play the situation. 

 



Equity Hiring PowerPoint 

Quotes from the Middletown district 

 “If you’re black you are hired” 

 “Since the new HR lady is black, she is only   

 hiring black people” 

 “These days you have to be black to be hired in 
 Middletown” 

 “How many new white people have you  

 hired?” 



Quote that Stuck with Me 

The impact of hiring a relatively large number 

of people of color in a short amount of time 

became apparent immediately and it was 

something that we were not prepared for.  

And yet looking at the situation now, I realize 

that we should have been prepared.  The 

reaction that we are seeing is typical.  The 

reaction of the staff should have been 

considered in the beginning stages of the 

process because this reaction may impact 

retention.  



Outcome of Dept. Meeting 

 Prepare the department for possible 

fallout from the rest of the Deerfield High 

School community. 

 Clarify that the focus of the interview 

process will be on our gaps in the area of 

diversity. 



Recruitment 

 Email department chairs at four Northside 

CPS schools.  

 Gathered suggestions from department 

members regarding professional 

organizations that may have focus on 

diversity. 



Reviewing Application Materials 

 Using our gaps as the lens 

 

 Stay focused on who is not at the table 

 

 Learning Curve 



Andrea 

 She sent me applications. 

 I sent her applications to see if I was on 

track. 

 I gave Andrea viewing rights to my 

folders. 

 I chose who moved forward but I had 

guidance in an area that was new to me. 



Creating Folders 

 Over 300 candidates started applications. 

 If applicant mentioned race, sexual 

orientation, multiculturalism, class, then 

moved into folder for further review. 

 Wrote notes to remember what 

distinguished the candidate. 

 With folders, less overwhelming to review. 



New Lens in Action  

Candidates of color, bilingual, 

males 

 

White females 



Clues 

 Professional Affiliation:  

 Association of Black Psychologists-Chicago 

Chapter 

 Counselors for Social Justice [CSJ] 

 National Latino Psychological Association 

[NLPA] 

 Psychologists for Social Responsibility 

[PSYSR] 

 Names 



Experience 

 I have taught college seniors, who are 

Golden Apple scholars, a workshop on 

how to infuse diversity into the classroom 

curriculum. 

 Male who has worked in field of domestic 

violence. 

 Facilitate a group for African American 

students or Latino students 

 

 



How would you address a wide 

range of issues in your groups?  

 It is also necessary to make sure that when 
creating a group that is multiculturally 
sensitive, all aspects of multiculturalism are 
addressed (this includes not just race and 
ethnicity but SES, sexual orientation and 
developmental abilities).  

 

 Students’ ethnic, cultural, racial, sexual 
differences, and/or special needs should be 
considered in planning and implementing 
programs to ensure all students can benefit 
from school counseling programs.  

 



How important is it for an 

educator to be conscious of race 

and culture?  
 It is very important for an educator to be 

conscious of race and culture because that is an 
important way for the educator to get to know the 
students that will be worked with on a daily basis. 

 

 In our ever-changing society where community 
demographics are shifting along racial, cultural 
and economic lines at a rapid rate, it is necessary 
that an educator is not only aware of but also 
equipped to work with a diverse population. I 
believe one of the key components to motivating 
students to reach the high goals is to validate who 
they are. 



How has your understanding of 

diversity shaped your teaching, 

counseling or administrative practice? 

 I think each and every student or co-worker 
should be treated the same. I feel that there is 
too much attention given to people who are 
different from the norm. 

 If you treat someone special because they 
are different, then they expect everyone to 
treat them differently. 

 I believe there is nothing wrong with being a 
"color-sighted" society where we can 
dualistically see one another for who we are 
and celebrate who we are without limiting 
who we are. 

 



Screening 

 Screened 26 candidates 

 2 openings 

 Applitrack interview schedule feature 

 Face-Face Screening Interviews 

 Developing skill 

 Department awareness of candidates. 

 Surprises 



Diversity & Screening 

 No high school experience 

 Experience with younger students 

 Male 

 Candidate of color 

 Experience with RtI and data 

 Typo 

 Male 

 Candidate of color 

 Department members knew him 

 

 



Screening Questions 
 Tell me about yourself. 

 

 How would your co-workers describe you?  

 

 Technology plays an increasingly larger role in 
the delivery of the counseling curriculum.  
What technology applications do you see 
being useful in your work? 

 

 What students do you find most challenging 
and why? 

 



Equity Questions 
 

 How do you get to know your students? Do you 

adjust your practice to teach to diverse students? If 

so, how? 

 

 A primary focus of our district is to eliminate the 

racial predictability of achievement while 

increasing the level of achievement for all students. 

How would you contribute to this goal?  

 

 What do you see as some of the challenges in 

working with LGBTQ youth? 

 

 



Achievement/Race Questions 

 Would not adjust at all for diverse learners 

 Answer not about race, about class 

 Assume student of color is not achieving 

 Eye contact, personal space 

 Be your own best advocate- strength based 

 One candidate suggested a SEAM meeting 

 Being the “only one” 

 Systemic answer 

 Strong curriculum 

 Never know who you’ll end up working with or 
who you will love 



LGBTQ question 

 Lifestyle 

 May be embarrassed by “choices” 

 “We all have our biases.” 

 Talked about bullying, not sexual 

orientation 

 “Being straight”- haven’t been in that 

situation 

 Started a Gay Straight Alliance 

 



Screening Statistics 

 42% Male 

 

 46% Person of Color 

 

 62% Spoke a second language 

 

 Technology- not enough variance 



Final 8 

 Invited 8 candidates to meet with two 

interview teams. 

 Worked with assistant principal to narrow 

down the field. 

 Final 8 could have been all candidates of 

color. 

 Strongest pool of candidates that I have 

seen. 

 



Two Interview Teams 

 Everyone met every candidate. 

 Asked candidates the same questions 

 2 parents, 2 students, counselor team, social 

worker, psychologist, science department 

chair, social studies teacher, math teacher, 

special education case manager, dean, 

Learning Assistance Program coordinator. 

 Parent of color, Parent of gay student and 

special education student, teacher of color 



Equity Questions 

 Explain the difference between treating all 

students fairly and treating all students 

equally. 

 

 What do you see as the role of 

parents/guardians in a school system?  How 

would you include parents/guardians from 

under-represented groups? 



Diversity Conversation 

 Black parent asked if our school was 

ready for a black male candidate. 

 During pros and cons follow up, comment 

was mentioned. 

 Emotional discussion. 

 Concern that possible negative reactions 

would be used against candidate. 

 Administrative presence. 



Final 3 

 Did not include internal candidate 

 Met with department chair, assistant 

principal and principal 

 All candidates of color 

 Awareness of department 

 



Culture Connection Reaction 



IDI Survey 

 Feedback from department members 

 

 Need for healing vs. IDI group results 

 

 Department discussion regarding the 

interview process 



Department Meeting 

 Review of application materials 

 

 Used a different lens- district practice 

 

 Since this was a new lens, I did not know 

how this would play out.  I did not know 

where we would land.  It truly was a 

process. 



Competing Values 
 

 I had heard their feedback regarding 
applicants. 

 

 This created competing values: the value of 
taking care of our own and the value of 
diversity. 

 

 As a department chair, I felt that I needed to 
stay true to the needs of our students (black, 
brown, white) and the gaps of our department. 

 
 



Focus on Students 

 Having an adult who “gets” them 

 White students having a relationship with 

a person of color in a position of power 

 My own choices for my children- 

authentic relationships 

 Culture Connection group reaction to 

hires 



What moment was 

really challenging 

for you in the 

interview process? 



Healing 

 Department was appreciative of honest 

conversation 

 Process filled with lots of different 

emotions 

 Did not expect reaction within the 

department 

 Did not hear my message about gaps 



Support for School Leaders 



What I Learned 

 Meet with individuals to have a better 

pulse on the department. 

 Don’t assume that everyone is “hearing” 

the message. 

 Important to provide many opportunities 

to process the changes. 



Department Demographics 

 In 2008-2009, 13% of counselors were staff 

of color. 

 

 In 2013-2014, 38% of the counselors are 

staff of color. 



Benefits 

 Black male mentoring group 

 Chicano Bowl 

 Improved communication for Spanish-

speaking families 

 Casual lunch conversations 

 White students and authentic relationships 

 Reflective comments about recent opening 



Retention 

 Talk about race weekly. 

 Impact of diverse staff for staff of color 

 Responding to teacher, administrator and 

parent/guardian concerns: 

 Is this about race?  

 Is this about performance? 

 Open about feedback and those ?’s 




