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Overview 
Background 

The Employee Cultural Climate Survey follows SDCCD’s historical emphasis on providing a diverse and 
welcoming learning environment to students and faculty. The survey focuses on four domains of 
campus cultural climate (see next page for framework), which indicate how employees feel SDCCD 
serves the student popula on, supports employees, fosters dialogue, and ac vely develops an 
inclusive climate.  
 
The survey has been administered three mes, in 2010, 2014, and 2018. The 2018 survey was 
updated with revised language and new items that reflect the district’s emphasis on equity, as well as 
a broadened vision of inclusiveness. These changes reflect the District’s Equal Employment 
Opportunity Plan (2017‐2020), which defines cultural competency as follows:  
 

Cultural Competency encompasses successful teaching and other interac ons 
with both students and colleagues from a variety of cultures. It requires a 
contextual understanding that numerous social and ins tu onal dynamics, 
including the effects of inequi es, affect how students have been taught and 
treated, and translates that understanding to the removal of barriers to student 
success. 

 
Purpose 

The purpose of this survey was to collect evidence regarding the percep ons and opinions of Miramar 
College employees about the four domains of campus cultural climate: Access & Success, Climate & 
Intergroup Rela ons, Educa on & Scholarship, and Ins tu onal Viability & Vitality. Faculty, staff, and 
administrators were surveyed to elicit their percep ons and opinions on cultural climate. The 
informa on from the survey is intended to inform policies, procedures, and strategies for improving 
the campus environment. This report describes notable findings from the 2018 survey and compares 
those findings to those of the 2010 and 2014 surveys when historical trends were salient.  
 

Methodology 
The 2010 and 2014 surveys were available in two modes: online form and scannable form, while the 
2018 survey was only available online. Online surveys were delivered via an online survey pla orm. 
An invita on to the 2018 survey was distributed to Miramar College employees on April 4th, 2018, 
and the survey remained open un l June 1st, 2018. There were 213 respondents from Miramar 
College. The survey contained a total of 87 items (5 profile ques ons, 78 Likert‐scaled items, 6 site‐
specific ques ons, 1 special popula on ques on, and 3 open‐ended ques ons). 
 
Item scores within and across each domain were compared using t‐tests to determine sta s cal 
significance. Two groups of items emerged from this analysis: items related to student access and 
support, and items related to employee access and support. In addi on to demonstra ng thema c 
similari es, items in these two groups displayed consistent performance across survey 
administra ons. Factors which could affect responses to these two groups were explored, including 
category of employment, length of employment, and gender. Other rela onships between item 
performance and par cipant characteris c were also explored, such as item scores for “Sense of 
Belonging by Ethnicity” and the ethnicity of the respondent (see page 5).  
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Access  
& Success 

Climate  
& Intergroup  
Relations 

Education &  
Scholarship 

Institutional  
Viability &  
Vitality 

A curriculum that is suppor ve of diversity 
goals through learning opportuni es for 
students and professional development for 
faculty and staff:  
 Diverse perspec ves are respected 
 Students are being educated to  

func on effec vely in a diverse society 
 Learning environments are designed to 

promote mul ple ways of teaching and 
learning 

 Learning environments are designed to 
support equity in student success 

A shared and inclusive understanding of 
diversity within a welcoming campus climate:  
 Sense of belonging 
 Shared understanding of what  

diversity means to the ins tu on 
 Diversity is both inclusive and  

differen ated 
 Quality of interac on among a  

diverse group of people 

Recruitment, reten on, and success of a 
diverse student popula on and workforce:  
 Diverse talent is valued in the  

recruitment process 
 Underrepresented groups are  

adequately represented and served on 
campus 

 Equity in access and success is 
monitored and measured 

Framework for Cultural Climate 
 

The Employee Cultural Climate Survey was designed in 2010 by the SDCCD Office of Ins tu onal 
Research and Planning (OIRP). The survey was structured around the Diversity Framework for Cultural 
Climate, which uses concepts and principles developed by Daryl Smith from the Claremont Graduate 
University, as well as research done at the Na onal Center for Cultural Competence. The framework is 
a holis c and inclusive approach to cultural climate that opera onalizes concepts like diversity and 
equity. This framework provides the founda on for the items in the Employee Cultural Climate 
Survey. In 2018, the survey was reviewed by the colleges and the SDCCD IRP office, and was updated 
to include recent areas of concern, including gender, poli cal orienta on, military status, and an 
increased emphasis by SDCCD on equity‐focused efforts.  

Diverse leadership that coordinates  
organiza onal change to support diversity 
goals: 
 Diversity, equity and cultural  

competence are central to the  
ins tu onal mission 

 Diversity is addressed with a sense of 
inten onality throughout the ins tu on 

 Communica on regarding diversity 
efforts is shared throughout the  
ins tu on 

 Build ins tu onal capacity for diversity 
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2018 Sample Demographics 

Compared to the composi on of Miramar College’s employees, Classified Staff and Contract Faculty 
respondents were over‐represented in the sample. This over‐representa on means that responses may 
reflect the opinions of these employee groups more heavily than prevailing opinions on campus. 
 
On the other hand, Non‐Academic Hourly and Adjunct Faculty were under‐represented in the sample 
compared to the workforce. This under‐representa on means that strong opinions from these two groups 
of employees may be so ened in the data presented in this report. For the most prominent instances of 
over– and under‐representa on, 
see table 1.  
 
While it appears that individuals 
who iden fy as “Two or more 
races” are over‐represented in the 
sample compared to Miramar 
College employees, this 
discrepancy may be due to 
par cipants indica ng their 
ethnicity differently on the 
Cultural Climate Survey than on 
their employment forms.  

 Representa on 
category 

% of Survey 
respondents 

Miramar College 
employees 

Over‐
represented  

Classified Staff 25% 4% 

Contract Faculty 29% 6% 

Under‐
represented  

Non‐Academic Hourly 9% 21% 

Adjunct Faculty 29% 67% 

Table 1. Over‐ and under‐ representa on of respondents in the 2018 
Miramar College Employee Cultural Climate Survey 

White 45% 52% 

n=213 
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Highlights 

Overall, respondents expressed a posi ve a tude toward campus climate at Miramar College, indica ng that 

most employees feel that Miramar College: 

 recruits, retains, and encourages the success of a diverse student popula on and workforce.  
 promotes a shared and inclusive understanding of diversity within a welcoming campus 

climate. 
 has developed a curriculum that is suppor ve of diversity goals . 
 has diverse leadership that coordinates organiza onal change to support diversity goals. 

The strongest effect observed in the survey was that employees feel the campus supports students more 

strongly than employees. This distinction was consistent across employment categories, except for the 

eight Managers. The 55 Contract Faculty felt the least supported in their jobs, and Managers and 

Classified Hourly employees felt the most supported.  

 

While participants typically felt a strong sense of belonging to campus (see next page), they typically felt 

that contributions to the workplace go unrecognized. In all three survey administrations, a majority of 

respondents did not agree that Miramar College focuses on supporting employees in their jobs, or that 

there are equal opportunities for advancement. Further, almost 3 in 5 employees were not confident that 

reports of discrimination would be acknowledged swiftly and handled fairly.  

 

This effect may be linked to duration of employment, as employees who have worked at the district for 

longer tended to report less positive attitudes toward all items. This finding should be read with caution, 

especially regarding the opinions of Adjunct Faculty, as this group was dramatically under-represented 

among survey respondents (29% of respondents compared to 67% of Miramar College employees). 

1 = Strongly Disagree (nega ve response)   5 = Strongly Agree (posi ve response) 
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Par cipants’ sense of belonging was evaluated through 24 survey items which asked how o en they hear 

nega ve comments about people based on their status as a member of a California protected class (or 

iden ty or affilia on). 

 

Based on their overwhelmingly posi ve responses to these items, employees largely feel that Miramar 

College is inclusive and welcoming. Responses to these items were the most posi ve of the whole survey.  

 

One dis nc on among par cipants’ responses was that 

smaller groups reported hearing nega ve comments 

about people’s ethnicity more o en larger groups. This 

pa ern was not unique to Miramar College, as it was 

evident at each of the colleges and Con nuing Educa on. 

1 = Always (nega ve response)   5 = Never (posi ve response) 

Sense of Belonging 

Table 2. Miramar College employees by 
ethnicity, 2018 

Source: Factbook, 2018 
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2018 Responses 
Domain: Access & Success 

 Respondents feel that Miramar College focuses on suppor ng the cultural climate for students, as evidenced by high levels 
of agreement to items m, n, and j.  

 
 On the other hand, respondents were less likely to  feel supported in the workplace, as evidenced by less posi ve 

responses to items e, i, and d. 

Below summaries refer to sum of percent strongly agree and agree, and percent strongly disagree and disagree.  
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*These items were new to the 2018 survey administra on.  

2018 Responses 
Domain: Climate & Intergroup Rela ons 

 Respondents feel that a culturally sensi ve climate is well‐supported at Miramar College.  
 
 More than 60% of Miramar College respondents did not agree that there is ongoing dialogue about improving intergroup 

rela ons. Further, more than 30% of respondents disagreed that there is ongoing dialogue about improving intergroup 
rela ons, that campus’s planning process offers opportuni es for input, and that they feel valued at Miramar College.  

Below summaries refer to sum of percent strongly agree and agree, and percent strongly disagree and disagree.  
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I hear insensi ve or disparaging comments about people based on their:  

*These items were new to the 2018 survey administra on.  

2018 Responses 
Domain: Sense of Belonging 

 Overall, respondents almost never heard disparaging comments about people based on the above categories.  
 
 When respondents did hear disparaging comments, they were most commonly about people’s poli cal orienta on, 

ethnicity, and age. 

Below summaries refer to sum of percent strongly agree and agree, and percent strongly disagree and disagree.  
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I feel ostracized from Miramar College ac vi es because of my:  

*These items were new to the 2018 survey administra on.  

2018 Responses 
Domain: Sense of Belonging 

 Overall, respondents almost never felt ostracized from Miramar College ac vi es based on their status as a member of 
one of the above groups.  

 
 When respondents did feel ostracized, it was most commonly based on their age, ethnicity, and poli cal orienta on. 

Below summaries refer to sum of percent strongly agree and agree, and percent strongly disagree and disagree.  
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2018 Responses 
Domain: Educa on & Scholarship 

 Respondents were most likely to agree that Miramar College supports academic freedom, and that instruc on 
accommodates a variety of student learning styles. 

 
 Respondents were least likely to agree that iden ty‐based student groups are supported by Miramar College, and that 

courses are culturally responsive.   

Below summaries refer to sum of percent strongly agree and agree, and percent strongly disagree and disagree.  
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Note: In the 2010 and 2014 surveys and presenta ons, the term “diversity” appeared instead of “equity” for all themes in this 
domain. 

2018 Responses 
Domain: Ins tu onal Viability & Vitality 

 Respondents were most likely to agree that cultural competency training would benefit Miramar College. Respondents 
also felt that Miramar College as an ins tu on is dedicated to equity efforts, as evidenced by high levels of agreement to 
items l, a, and j. 

 
 Respondents were least likely to agree that procedures for resolving grievances are fair, that effec ve communica on 

Below summaries refer to sum of percent strongly agree and agree, and percent strongly disagree and disagree.  
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College‐specific Ques ons 

Sample responses to, “The ques ons in this survey have not addressed my concerns 
about campus climate because...” 

“Survey was about equity/diversity. There are other issues not related to that.” 

“This campus is severely polarized and has been on many levels for a long me.” 

“I think the College does a great job recognizing, respec ng, and responding to student needs. That should 
be the main focus of the college. But students will eventually suffer if employees aren't happy, and there 
are many employees who aren't happy here. I think this comes from a lack of resources to perform jobs to 
the best of our ability (because everyone here is doing mul ple jobs and with very limited resources). This 
leads to lowered mo va on and seeds lack of trust and collabora on because everyone feels forced to 
ba le over a very small pie for very basic needs to support their units. It's disheartening because I believe 
that everyone here is connected by the fact that they care deeply about the students.” 

Highlights 

Par cipants’ responses to the Miramar College‐specific ques ons largely align with response pa erns to 

the rest of the survey. On one hand, nearly four out of five par cipants were aware of student support 

programs, indica ng that these programs’ efforts are highly visible. The largely posi ve responses to this 

item reflected posi ve responses to items in the Access & Success domain regarding Miramar College’s 

focus on student success.  

On the other hand, respondents felt challenged by their work environment. Miramar College‐specific items 

regarding diversity of employees received less posi ve ra ngs in 2018 than in 2014 (see table 3 below). 

Further, open‐ended responses indicated that par cipants have concerns about other areas of climate, 

such as workplace support and recogni on (see sample responses below). These open‐ended responses 

align with findings from the Climate & Intergroup Rela ons and Ins tu onal Viability & Vitality domains, 

where less than half of respondents agreed that the campus facilitates dialogue among employees and that 

procedures for resolving grievances are fair. 

Table 3. Selected Miramar College‐specific items 
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 Are you a parent to biological, adopted, and/or foster children under 
the age of 18? 

n=149 

College‐specific Ques ons 
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“What events or trainings would you like to see that would support cultural 
responsiveness at Miramar College? 

The 58 responses were coded for common themes.  

Themes 

 
Cultural competency 

 
“Comprehensive cultural competency training series.” 

 

 
Workplace environment 

 
“It would simply be a great team building opportunity if departments could come together for an all 

campus event so we can all get to know each other be er and support one another.” 
 

 
Classroom prac ces 

 
“Major professional development for administrators about the importance of climate, diversity, and  
diversity in the curriculum. Major professional development for faculty about culturally responsive 

pedagogy.” 
 

 
Cultural fairs 

 
“Cultural World Fes val type of thing with staff and students and FOOD, music, art, dancing, etc from 
different parts of the world ‐ and actually make it representa ve of all different regions in the world 

instead of just a few.” 
 

College‐specific Ques ons 
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“Please comment on one area of cultural climate you believe this campus 
supports very well.” 

The 57 responses were coded for common themes. 

Themes 

 
Nega ve comment 

 
“There is one commi ee, the Diversity and Inclusion commi ee, that does a good job of trying to pro‐
mote a posi ve cultural climate, but they are handicapped by the overall hos le climate on the cam‐

pus and li le support from the administra on.” 
 

 
Diversity 

 
“Cultural diversity and expression is encouraged and supported on campus ‐ that is, in and of itself, a 

big deal.  Good job Miramar. ” 
 

Note. While some respondents felt Miramar College supports diversity well, others felt that there are 
ways that Miramar needs to improve its support of diversity (see next page).  

 

 
Student support 

 
“For those that are involved, the Diversity commi ee puts on a number of events that speak to our 

ins tu onal student learning outcomes.  For those that choose not to be involved in events like this, I 
don't know that there is anything.  I loved how the students came up with celebra on of their New 

Year's day and allowed the campus to share in on their unique event.”   
 

College‐specific Ques ons 
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“Please comment on one area of cultural climate that you believe this  
campus needs to improve.” 

The 63 responses were coded for common themes. 

Themes 

Workplace environment 

“There is too much of a divide between faculty and administrators.” 

“We need to foster greater collegiality between all employee par es on campus. The way people talk 
to each other some mes is shocking and not appropriate for a playground let alone a workplace. 

Again, I think part of this spurs from the lack of adequate resources. Everyone is put into ba le mode 
against each other just to scrape together enough resources to keep their units afloat, let alone 

thrive. However, we are all on this boat together. We can either work collec vely to navigate to shore 
and improve our lot, or focus on fixing our own leaks and drown.” 

Diversity 

“More diversity in faculty, administra on, and staff that are representa ve of the student

popula on.” 

College‐specific Ques ons 
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