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The University of California's commitment to affirmative action in faculty recruitment and
retention servestwo fundamental academic values. First, an effective affirmative action program
will foster adiverse faculty which will reflect a diverse range of interests, abilities, life
experiences and worldviews that will enhance the academic mission of the University of
Cdlifornia. Second, an effective affirmative action program will support equality of opportunity
whichwill ensurethat the University of Californiacan servethe needsof our diverse stateand
also fully utilize the intellectual resources embedded in our diversity.

The enactment of Proposition 209 in 1996 rai sed many questions about the status of affirmative
action programs in faculty hiring, promotion, and retention in the University of California
Proposition 209, which went into effect on August 28, 1997 as Section 31 of Article 1 of the
CaliforniaState Constitution, requiresthat the University shall not discriminate against or grant
preferential treatment to any individual or group on the basis of race, sex, color, ethnicity or
national origin. Inthefour yearsfollowing Proposition 209, many UC campuses experienced a
drop in the rates of hiring women and underrepresented minority faculty members.

However, Proposition 209 containslanguage stating that the prohibitions do not apply toactions
which are necessary to establish or maintain eligibility for any Federal program, where
ineligibility would result in aloss of Federal fundsto the University. AsaFederal contractor,
the University of California has an obligation to comply with affirmative action regulations
governing al levels of employment, including academic personnel practices!!'! The University
also hasan obligation to comply with State and Federal |awsthat prohibit discrimination onthe
basisof race, sex, color, national origin, and other protected categories. Therefore, an effective
affirmative action program for faculty remains alegal requirement for the University of
California

The under-representation of women and minoritiesonthe University of Californiafaculty isa
twofold challenge. With regard to women faculty, in many fields the data reflect substantial
numbers of qualified women in the labor pool, yet few women entering into the ladder rank
faculty.?? |nthese areas, efforts must be madeto identify and diminatebarriers, bothwithinthe
University and without, that prevent women from obtaining faculty appointments at the
University of California. With regard to minority faculty, in many fields the datareflect an
under-representation of minorities pursuing doctoral education necessary to qualify for faculty
appointments. Inthese areas, efforts must be made to expand the pipelines of minority students
entering graduate programs. To answer thischallenge, the University of Californiamay engage
inavariety of voluntary practices that, although not strictly required by Federal affirmative
action regul ations, promote val ues of equal employment opportunity and are consistent with the
State Constitution and University policy. These types of non-preferential affirmative action

41 C.F.R 60 et seq.
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programsareimportant vehiclesfor expressing the University'scommitment to diversity, equal
opportunity, and academic freedom.

Thefollowing guidelines describe both mandatory and voluntary affirmative action programs,
consistent with law and University policy, which may be undertaken to promote equal
employment opportunity and diversity in the context of faculty employment practices.

FEDERALLY MANDATED AFFIRMATIVE ACTION PROGRAMS

Federal affirmative action regulationsand University policy requirethat all campusesdevel op
and maintain awritten affirmative action program covering staff, faculty, and al other academic
employees.® According to the Federal regulations, "an affirmative action programis a
management tool designed to ensure equal employment opportunity."“ A central premise of
the Federal affirmative action requirements is that absent discrimination, over time, the
demographic profile of employeesgeneraly will reflect the gender, racial and ethnic profile of
the pool sfrom which the employer recruits and sel ects.>® Faculty affirmativeaction programs
should contain a diagnostic component which includes quantitative analyses, and an action
oriented component which includes specific practical steps designed to addressproblem areas
identified by the diagnostic analyses®® Effective faculty affirmative action programs also
include internal auditing and reporting systems as a means of measuring progress toward
achieving afaculty that generally would be expected in the absence of discrimination.”l”!

Quantitative Analyses

A faculty affirmative action program that complieswith Federal regulations must include six
specified quantitative analyses®® Themost valuable of thesefor academic affirmative action
planning purposes are determining availability, comparing incumbency to availability, and
setting placement goals. Availability is an estimate of the number of qualified minorities or
women availablefor employment in agiven job group, expressed asapercentage of al qualified
persons available for employment in that job group.® The purpose of the availability
determination isto establish abenchmark against which the demographic composition of the
faculty can be compared in order to determine whether barriers to equal employment
opportunities may exist within particular departments or organizational units%°

Toderiveavailability figures, theregulaionsrequire employersto consider the percentage of
minoritiesand women with the requisite skillsin the geographic areafrom which theemployer
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88 41 CF.R. 60-2.10(b)(1) states that an affirmative action program must include the following quantitative
analyses: (i) Organizational profile (41 C.F.R. 60-2.11), (ii) Job group analysis (41 C.F.R. 60-2.12), (iii) Placement
of incumbentsin job group (41 C.F.R. 60-2.13), (iv) Determining availability (41 C.F.R. 60-2.14), (v) Comparing
incumbency to availability (41 C.F.R. 60-2.15), and (vi) Placement goals (41 C.F.R. 60-2.16).
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usually recruits, and to use the most current and discrete statistical information availabl e
The Office of the President provides each campus with nationwide data on doctoral degree
recipients compiled by the National Opinion Research Center for use in determining faculty
availability. Other sourcesmay beused for fiel dssuch aslaw and medicinewherethe necessary
qualification is aprofessional degree, or fields such asthe life sciences where postdoctoral
experienceisaprerequisitefor afaculty appointment. Each campus should cooperate with the
Office of the President to devise and implement auniform method for calculating availability
data. Determining the appropriate source datafor estimating avail ability isanimportant part of
developing a credible affirmative action program.

Setting Placement Goals

Thenew Federal affirmative action regul ations published November 13, 2000 no longer usethe
term "underutilization." Instead, the regulations require the employers to compare the
demographic profileof current employeeswith theavailability figuresand set placement goals
for hiring women and minorities?*2  Each campus must produce annual statistical reports
comparing the percentage of women and minority faculty in each academic job group withthe
availability percentage. When the percentage of women or minoritiesin aparticular academic
job group islessthan would reasonably be expected, given their availability, the campus must
establish apercentage annual placement goal equal to theavailability figure derived for women
and minorities, asappropriate, for thet job group.

According to the regulations, placement goals serve asreasonably attainable objectivesor targets
that are used to measure progress toward achieving equal employment opportunity.244 A
determination that aplacement goal isrequired congtitutes neither afinding nor an admission of
discrimination.®®*® Placement goals are not quotas, and should not be considered either a
ceiling or afloor for the employment of particul ar groups.t®1*®! Placement goalsdonot providea
justification to extend a preference to any individual on the basis of their gender, race or
ethnicity.*™*" Placement goal sdo not create set asidesfor sPecifi cgroups, nor arethey intendedto
achieve proportional representation or equal resul ts.*88 Placement goals may not be used to
supercede merit selection principles or asajustification for hiring aless qualified personin
preferenceto amorequdified person. 299

For example, if acampus establishesajob group including all assistant professorsinits School
of Engineering, and determines that the percent of women in that job group (2%) islessthan
what would be expected based on availability (12%), then the campus must set aplacement goal
of hiringwomen at the rate of 12% of the upcoming hires. If therewerefour hiresauthorized in
that job group in one year, and the campus hired one woman, the campus would have met its
goal for the year in that job group. However, the campus may still have fewer women in

Engineering than would be expected based on availability and must continue to set placement
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goasinthefollowing yearsuntil the percent of women inthejob group matcheswhat would be
expected based on availability.

Identifying Problem Areas

Federal affirmative action regul ations al so require that each campus perform in-depth andysesof
itstotal academic employment processto determinewhether and whereimpedimentsto equal
employment opportunity exist.2%2°1 At aminimum, campuses must evaluate their personnel
activities, including applicant pools, hires, termination, promotions and other personne actions
to determinewhether thereare disparitiesintheallocation of employment benefitstowomenand
minority employees2?Y Campuses must monitor and evaluate their faculty compensation
practices to determine whether there are disparities based on gender, race or ethnicity.???2
Campusesa so must monitor and eva uatetheir recruitment, sel ection and promotion procedures
to determinewhether they result in disparitiesin the employment or advancement of minorities
orwomen =&

If any of the above analyses indicate a problem with regard to equal opportunity, the campus
must devel op and execute action-oriented programs designed to correct theproblem area 4 In
order for these action-oriented programs to be successful, the campus must ensure that they
consist of more than following the same procedures which have previously produced inadequate
results®? To comply with the Federd

regulations, acampus must demonstratethat it has made good faith effortsto removeidentified
barriers, expand employment opportunities, and produce measurableresults %

The Federal regulations al so require each campusto devel op and implement an auditing system
that periodically measuresthe effectiveness of itstotal affirmative action program.z1#1 A good
auditing system should include: (1) monitoring all personnel transactions and compensation
practicesto ensurethat the nondiscrimination policy isenforced; (2) producing regular internal
reportsregarding the goal sand achievements of the affirmative action program; and (3) advising
top management of the status and effectiveness of the faculty affirmative action program, along
with recommendeations to improve any areas of unsatisfactory performance.?®2®l

220 41 CF.R. 60-2.17(b)
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BEST PRACTICESFORFACULTY RECRUITMENT

Under current law and University policy, the most important method for promoting equal
opportunity isto conduct avigorous search which should hel p ensure that qudified womenand
minoritiesarewell represented in applicant pool sfor faculty positions. Search waiversshould be
granted only in exceptional situationsand for compelling reasons. Many departments maintain
faculty affirmative action committees that are charged with developing and implementing the
practices described bel ow to ensure departmental compliance with Federal equal opportunity
standards.

Composing the Search Committee

Each department should make an effort to appoint asearch committeethat representsadiverse
cross section of thefaculty and includes memberswho will monitor the affirmative action efforts
of the search committee. |n accordance with Federal regulations, aspecial effort should be made
to ensure that minorities and women have equal opportunity to serve on search committees.
Departmentsthat lack diversity ontheir own faculty should consider appointing faculty outside
the department to search committees or devel op other alternativesto broaden the perspective of
the committee and increase the reach of the search. Each department should require search
committeesto create written search plansthat describe, at aminimum, the underutilization and
availability of women and minoritiesinthefield, the methods of recruitment and advertiang, the
position description, and the criteriato be used in selecting candidates.

Devel oping Position Announcements

Prior to initiating asearch for afaculty position, the position description should be carefully
reviewed by the search committee, the department faculty, and the academic administration.
Every effort should be made to ensure that the position description reflects the needs of the
department and isdrafted asbroadly as possibleto attract thelargest available pool of potential
applicants. If two or more recruitmentsin related fields are anticipated in the near future,
position announcements may include criteriafor all pending appointments, with the
understanding that the most exceptional candidate from this larger pool will be hired first,
regardless of field. Inthefollowing year, the search can be reopened and focused on thefields
not filled by theinitial hire. Campuses also may want to consider developing policiesto
encourage cluster hiring and/or spousal hiring policiesthatmay contributeto attracting amore
diverse pool of candidates to faculty positions.

In addition to the required noticethat the University isan equal opportunity employer, position
descriptionsand job announcements may contain additional language reflecting thedepartment's
interest in attracting applicantswhose teaching, research or service activitiesmay contributeto
the academic diversity of the campus. For example, a department interested in increasing the
participation and successrate of women or minority studentsintheir field may includelanguage
initsjob descriptionssuch as, " The department is particul arly interested in candidateswho have
experienceworking with studentsfrom diverse backgrounds and ademonstrated commitment to
improving access to higher education for disadvantaged students,” or " Candidates should

describe previous activities mentoring women, minorities, students with disabilities or other
under-represented groups.” Job announcements also may contain specific language reflecting



theingtitutional commitment to consider dual career appointments and support spousal
employment opportunities, such as"The University
isresponsive to the needs of dual career couples.”

Widespread Advertising

Every effort should be madeto conduct athorough search and advertisewiddy beforefilling any
faculty position. Search effortsshould includeall available avenuesfor publicizing the position,
including national publications, personal contacts, listservs, mailing lists, professional and
academic conferences, and Web sites. All advertisementsfor faculty positionsshould statethat
the University isan "Equal Opportunity/ Affirmative Action Employer."?%?% |t dsoiscondgtent
with University policy and obligationsasaFedera contractor for advertisementsto satethat "all
qualified applicants are encouraged to apply, including minorities and women."

Inclusive Recruitment

All University search committees should engage in inclusive recruitment activities that are
consistent with University policy and effective for increasing the numbers of women and
minority applicantsfor academic appointments. An effectivefaculty affirmative action program
will ensurethat positions be advertised with organizations and publicationsthat aretargeted to
women and minority audiences, in addition to advertising in publicationsfor general distribution.
Thisinclusive advertising may be placed in nationally known publications such as"Black | ssues
in Higher Education” or "The Hispanic Outlook in Higher Education,” or in specialized
publications such as a newsletter for awomen's section of a national academic organization.
Each campus should develop and maintain alist of publications, by field, where academic
positions could be advertised, that includes publicationstargeted to specific groupsin additionto
publications used for general distribution.

Proactive |nformational Outreach

In addition to broad advertising, search committees may engage in other types of proactive
informational outreach to increasethe numbers of outstanding applicantsfor faculty positions,
including women and minorities. As search committee members write letters or make phone
callsto their colleaguesto ask about promising candidates, they also may specifically inquire
about promising women and minority candidates. As search committee members attend
conferences or other academic meetings for the purpose of recruiting or networking with
potential candidates, they may also make a specific effort to attend conferences or meetings
attended primarily by women and minoritiesinthefield. Search committees should ensurethat
female and minority members of the campus faculty are not excluded from consultations
regarding their knowledge of potential candidates, and should actively encourage al faculty to
refer potential candidates. All academic disciplineshave professional organizationsand most of
these have subcommitteesfor women and/or specific minority groups. Search committees may
broaden the pool by utilizing the resources of these specialized academic and professional
organizations and a so by making effortsto identify individualswho have achieved excellence
outside academe.

2029 41 C.F.R. 60-1.41
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BEST PRACTICES FOR FACULTY SELECTION

The Federal affirmative action regulations provide the University with great flexibility in
developing action-oriented programs and demonstrating good faith efforts to provide equal
employment opportunity in faculty hiring. However, Proposition 209 does not permit the
University to grant preferences on the basis of race or gender in the selection process for
academic appointments. Therefore, programsthat allowed departmentsto consider affirmative
actionin hiring decisionssuch asthe Target of Opportunity for Diversity and the"tie-breske”
policy, are no longer available as tools to increase academic employment opportunities for
women and minorities. However, thereare still important stepsthat departments can take that
will serveto ensurethat faculty selection practices provide equa opportunity for all candidates
and do not inadvertently create barriers or biasesin the selection.

Anayzing the Pool

Federal affirmative action regulations require each campusto collect dataregarding theraceand
gender of all job applicants, including applicants for faculty positions. 3*% |t is a good
affirmative action practice, and consistent with University policy, to review the applicant pool
prior to beginning the selection process to determine if women and minority applicants are
represented in the pool. If women and minority applicants are not present in the pool at about
the rate of their estimated availability in the field, then departments should review whether
recruitment and outreach procedures were sufficiently broad, and if not, consder reopeningthe
search with expanded inclusive recruitment efforts.

M onitoring the Sel ection Process

In addition to analyzing the applicant pool for faculty positions, an effectivefaculty affirmative
action plan will include monitoring the selection process.3**Y Departments shoul d establish
procedures for selection that require applications to be read by more than one person, to
minimizethe possibility qualified candidates may be overlooked. Search Committees should
prepare written desel ection documents that describe the reason(s) for rejecting candidates.
Deans or department chairs should review these documents and may examine committee
selectionsto ensurethat they meet the selection criterialisted in the position announcement. For
example, a search processthat beginswith aposition description targeting one specialized field
and endswith arecommendation to hireacandidatein adifferent specialty should be carefully
scrutinized to ensurethat no qualified candidates were denied an equal opportunity to compete
for the position. Academic administratorsal so may review therace and gender of candidateson
theshort list. If thereisinsufficient representation ascompared to availability and the applicant
pool, the selection process should be scrutinized to ensure that the selection criteriawere
properly and consistently applied in the review of candidates, and that those criteriawere
consistent with the documented academic needs of the department. If selection problemsare
identified, asearch committee may either reopen the search to conduct additional outreach or
revisit the pool of al qualified candidates and create anew short list according to appropriate
selection criteria.

30030 41 CF.R. 60-2.17(b)
3131 41 CFR. 60-2.17(b)(2)



BEST PRACTICESFOR FACULTY RETENTION

Inadditionto activerecruiting during the hiring process, campuses should bevigilant to identify
retention problemsthat may have anegativeimpact on faculty diversity and equa employment
opportunity. Federal affirmative action regulations require the campuses to collect race and
gender dataon personnel transactionssuch aspromotions, transfersand resignationsand to make
good faith effortsto address any racial or gender based disparitiesthat may bereflected inthose
data.*?132 Campuses may develop procedures for career reviewsto ensurethat all faculty are
gppointed at the appropriaterank and ep conssent with their academic accomplishments>=

Another effective affirmative action tool isto conduct exit interviewswith departing faculty,
including minorities and women, to determine why they are leaving the University. This
provides an opportunity for understanding obstacles to retention and designing effective
responses to identified problems. Campuses that conduct exit interviews should make every
effort to address problemsidentified in theinterviews and document theresults of those efforts.
Campuses also may want to interview faculty who have been successful in obtaining tenure, or
who haveremained with the University for along period of time, in order to identify factorsthat
contributed to successful faculty careers. Campuses may enlist senior faculty membersin
devel oping and implementing successful retention programs.

M entoring Junior Faculty

Mentoring isanimportant part of an effective campusretention program. In additiontoinformal
mentoring, campuses may organize formal mentoring programs and conduct workshops for
junior faculty to assist withthetenure process. These programswill contributeto the success of
al junior faculty, but may be especially important to women and minority junior faculty who
may not otherwise be apart of informal campus support networks. Campuses and departments
a'so may consider permitting junior faculty to participate ex officio in academic personnel
processes such asfilereview, ad hoc committees and discussion of personnel cases. Accessto
information about personnd reviews will demystify the process and may contribute to the
retention of junior faculty.

Faculty Development Programs

Many campuses have faculty development programs designed to assist junior faculty in their
progress toward tenure. These programs provide financia support, and/or release time to

support research. University policy prohibitsthe consideration of race or gender asafactor in
determining digibility for these programs. Campusfaculty development programsmay promote
campus academic and educational diversity by rewarding faculty whoare engaged in research
focused on issues such asrace, ethnicity, gender, and multiculturalism, and/ or by allocating
resourcesto faculty who have demonstrated acommitment to issuesof social, educational, and
economic justice as evidenced by their record of teaching and service. For example, faculty
development programs may reward faculty who have engaged to asignificant extent in outreach,
recruitment and retention activities such as counseling, tutoring, or mentoring for educationally
disadvantaged students. Such programsa so may reward faculty who have exhibited leadershipin
developing pedagogical techniques designed to accommodate diverse learning styles and

#1321 41 CFR. 60-2.17(b)
3033 president Atkinson's |etter to the Chancellors May 3, 2001 (Appendix A).
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promotewel coming classroom environmentsfor studentsfrom culturally diverse groups, and/or
facul_ty who have made exceptional contributionsto campusdiversity through their departmenta
service.

Accommodating Special Needs

Providing faculty with necessary flexibility to accommodate special needswill contributeto
faculty productivity and retention. Campuses should ensurethat all deansand department chairs
understand the University's policies concerning leave and modified duties to accommodate
faculty with parenting or disability related needs. Campuses should make every effort to ensure
that adequate childcare resources and facilities are available to faculty. Departments may
explore permanent or temporary part time appointments for faculty that desire such
arrangements. Faculty should be informed of their options under University policies and
encouraged to request |eaves, modified work schedules or other accommaodations as needed.
Departments also should consider parental and medical needs of faculty in scheduling
department meetings and service assignments.

Monitoring Pay Equity

Equitable pay practices are important to retain faculty and maintain equal employment
opportunity. Campuses should conduct periodic summary level salary reviewsto ensurethat
faculty compensations practices do not reflect disparities on the basis of race or gender. If
problem areasareidentified, campuses should investigateindividual casesand ensurethat salary
levelsare based on |l egitimate, documented academic cons derations. Campuses may implement
career review procedures that allow faculty membersto have their academic personnel file
reviewed for placement at the appropriate rank, step and salary.

INFORMING THE CAMPUS COMMUNITY

Developing an effective faculty affirmative action program requiresinvolving divisions,
departments, Senate committees and faculty at all levels. Campuses may promote effective
faculty involvement by providing faculty on aregular basis with statistical data regarding the
number of minoritiesand women on thefaculty and among new appointments. It isparticularly
important that dataregarding faculty demographic profilesand avail ability figuresbe provided to
faculty, search committees, department chairs, deans, and academic administratorsinvolvedin
recruitment and retention activities. Thisinformation will serve to inform the campus
community about the status and progress of thefaculty affirmative action program and al so will
promote widespread discussion of issuesrelating to equal opportunity and diversity jnfaculty
hiring. The Office of Academic Advancement at the Office of the President currently compiles
an annual statistical report, " Composition of Graduate Studentsand Faculty at the University of
Cdiforniaby Race and Sex", which is available on the Web at:

http: //www.ucop.edu/acadadv/datamgmt/pub-99.html . Inaddition, campusesmay compileand
distribute their own data setswith more detail ed breakdownsreflecting the status of womenand
minorities in faculty appointments.

In addition to demographic data, all academic administrators, deans, department chairs, and
faculty involved in academic personnel matters should receiveinformation on anannual basis
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regarding the components of the campusfaculty affirmative action program and the placement
goasin their field or organizationa units>4* Thisinformationisimportant for identifying
potential equal opportunity problemsand implementing action oriented programsto addresssuch
problems. Information regarding affirmative action requirements and campus specific

affirmative action datashould be provided to all department chairsand deanson an annual basis
and should be discussed in orientation and training programsfor department chairsand deans.

ENFORCING THE NONDISCRIMINATION POLICY

Each campus should demonstrate its commitment to equal opportunity and diversity by taking
active stepsto disseminate and enforce the University's policy prohibitingillega discrimination.
University policy, consistent with State and Federal laws, prohibits discrimination, including
harassment, on the basis of race, color, national origin, religion, sex, physical or mental
disability, medical condition (cancer-related or genetic characteristics), ancestry, marital status,
age, sexual orientation, citizenship, or status asacovered veteran.®**® Thispolicy appliestoal
employment practices, including recruitment, selection, promotion, transfer, merit increase,
saary, training and development, demation, and separation.

Campuses can promote enforcement of the University nondiscrimination policy by having
knowledgeabl e personsavailableto facilitate resol ution of complaints, by providing ready access
to informal and formal channelsfor bringing grievances, and by conducting training for all staff
and faculty regarding the requirements of the nondiscrimination policy. Training programs
regarding sexual harassment and cross-cultural sensitivity are examples of educationd programs
that may help prevent behavior that could |lead to discrimination complaintsand provideamore
productive employment experience for all employees.

CREATING A WELCOMING CAMPUS CLIMATE

Each campus may promote faculty diversity and equal opportunity by making every effort to
provide a scholarly and educational environment that is welcoming and supportive of all
participants, regardless of their race, color, ethnicity, or gender. Annual statements from the
Chancellor regarding the campus commitment to principlesof equal opportunity ineducation and
employment are an important element of an effective campus affirmative action program. Such
statements may be distributed widely to publicize the campus position regarding affirmative
action and compliance with Federal regulations. Campus leaders can make similar public
statements declaring their support for the value of diversity in the educational community 33

Campusfaculty and academic administrators can encourage and support i nterested gr oups that
wish to sponsor speakers, discussions, and other educational events to discuss questions of
affirmativeaction, diversity, and equal opportunity. Maintaining an ongoing and civil dialogue at
the campus level will provide awelcoming academic envi ronment for women and minority
faculty. Such dialogue asowill provide opportunitiesfor input from awide variety of persons

13 41 CF.R60-2.17(d)(3-4)
1351 A cademic Personnel Manual-035 (revised 4/1/99)
%03 president Atkinson's letter to the Chancellors February 8, 2001 (Appendix B).
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including the campus leadership, faculty, staff, students and community members. Such
discussions also may be effectively introduced on the campuses viathe curriculum in abroad
array of disciplines. Exploring and implementing diversity in approaches to teaching and
research can support educational diversity in the classroom, and can assist departmentsin
diversifying and strengthening their faculty. Campuses may provide public and academic
recognition to faculty who make exceptiona contributionsto academic and educationa diversity
through their research, teaching or service activities.

DEVELOPNG CURRICULARDIVERITY

Increasing faculty diversity isone of the val uabl e consequences of acommitment to abroad ad
diverseacademic curriculum. It iswithin the academic discretion of the University to encourage
faculty to conduct research that contributesto the overall breadth of the curriculum, and to

consider contributionsto this breadth in making faculty appointments. Campuses may devel op
organized research unitsto pursue scholarly exploration of topicssuch asrace, ethnicity, gender,
and multiculturalism. Campuses may consider devel oping joint appointments with ethnic and
women studies programsin pursuitof acurriculum that encompasses abroad and deep range of
programsand i nterests. Campuses may commit resourcestoward devel oping interdepartmental
curriculum initiativesto addressissues such asgender and racewithin thetraditional disciplines.
Suchinitiatives may support cluster hiring and other academic personnel practices that will

contribute to the diversity and intellectual vitality of the campus community.

VALUING FACULTY CONTRIBUTIONSTO DIVERSTY

Campuses may consider whether faculty members' research, teaching, or service makes an
outstanding contribution to the educational diversity of the academic community as part of
criteriafor faculty recruitment, selection and advancement. In considering candidates for
appointment, departments and search committees may consider whether acandidate'sresearch
will serve curricular needs for addressing present-day societal issuesrelated to gender, race,
ethnicity and culture. Campuses may create incentives for hiring faculty who are engaged in
research that advances the understanding of issues such asrace, ethnicity, gender, and
multiculturalism asthey intersect with traditional academic fields, or research that examines
socio-economically or politically disadvantaged groups in areas such as communit}/
development, public health, urban affairs, social justice or educational reform.>"t*’
Departments and search committees al so may consider acandidate's demonstrated commitment
to issues of social, educational and economic disadvantage as evidenced by the record of
teaching and service. For example, campuses may reward faculty who have demonstrated
creativity and initiative in engaging in outreach, mentoring, or tutoring for educationally
disadvantaged students, or who have exhibited |eadership in devel oping pedagogical techniques
designed to accommodate diverse learning styles and promote wel coming classroom
environmentsfor studentsfrom culturally diverse groups.2®38 A department may condder such
criteriainits evaluation of current faculty for promotion and advancement, and may provide
release time or faculty development fundsfor faculty who are activein research, teaching or

3737] president Atkinson's letter to the Chancellors January 3, 2001 (Appendix C).
380381 presjdent Atkinson's letter to the Chancellors January 3, 2001 (Appendix C).
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servicethat promotesequa accessfor underrepresented studentsor increases our understanding of
the dynamics of race and gender in our society.

Campus values of academic diversity also may be expressed through evaluations of academic
administrators. Each academic administrator should be held accountable for their
implementation of an effective faculty affirmative action program and should be evaluated for
their contributions to affirmative action and diversity effortsin program administration and
academic personnel practices. Performance reviews for deans and department chairs should
include areview of their efforts to promote academic diversity and equal opportunity in all
academic affairs. In addition, deansand chairs should be assessed annually with regard to their
effortsto follow affirmative action good practicesin faculty hiring and other academic personnel
actions.

Valuing contributionsto diversity will improvethe campus climate for women and minorities,
and promote equal opportunity for all members of the academic community. It will also provide
incentivesand rewardsfor faculty and administratorswhose contributionsto academic diversity
will help the University of California meet the academic needs of the next generation.
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Appendix A
UNIVERSITY OF CALIFORNIA

BERKELEY « DAVIS«IRVINE « LOSANGELES « MERCED ¢« RIVERSIDE « SAN DIEGO » SAN FRANCISCO I SANTA BARBARA * SANTA CRUZ

OFFICE OF THE PRESIDENT 1111 Franklin Street
Oakland, California 94607-5200

Phone:(510)987-9074
Fax:(510)987-9086
hrtp://www.ucop.edu

May 3, 2001

CHANCELLORS

Dear Colleagues.

Aswe discussed at the April 4™ Council of Chancellors meeting, the University
needs to ensure that all ladder-rank faculty are appointed at the appropriate rank
and step consistent with their academic accomplishments as a matter of fairness
and good employment practice. The academic judgments made by thefaculty are
the single most important reason for the University's distinction, now and in the
future. Those judgments must be as careful and comprehensive as possible in the
interests of individual equity and institutional quality alike.

Current academic personnel policy, APM 220-18, authorizes merit reviews at
normal intervals of service throughout the ladder-rank faculty member's career.
These merit reviews give academic administrators and divisional Senate commit-
tees the opportunity to assess whether a candidate's rank/step placement is consis-
tent with colleaguesin his or her department or discipline, and to recommend

adjustment if appropriate.

| ask that you review the enclosed Riverside campus's "career review"guidelines
and work with your divisional Academic Senates to develop and implement similar
guidelines at your campuses. | realize that this proposal may require that addi-
tional time and resources be devoted to the already complex |adder-rank faculty
review process. But in the long-term, it will be in the best interests of the Univer-

sity to have al faculty appointed at the appropriate rank and step consistent with
academic accomplishments.

Asyou know, anumber of campuses, notably Davis, Irvine, and Los Angeles, have
independently undertaken ladder-rank salary equity studiesthat have resulted in
salary adjustments for certain faculty. These studies have entailed significant time

and energy, and | applaud these independent efforts.
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| ask that by July 15, you provide me with a report on the steps you are taking. If
you have any questions about this proposal, please get in touch with Provost King
or Assistant Vice President Switkes.

Sincerely,

/sl Richard C. Atkinson

Richard A. Atkinson
President

Enclosure
CC: Provost King
Academic Vice Chancellors

Assistant Vice President Switkes
Academic Council Chair Cowan
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9086 http://www.ucop.edu

February 8, 2001

CHANCELLORS

| am pleased send you a copy of Chancellor M.R.C. Greenwood's recent testimony
before the Senate Select Committee on Government Oversight's hearing on gender
equity in faculty hiring. The hearing raised many issues regarding the diversity of
our faculty that we have been discussing over the past year. In particular, | want to
draw your attention to the recommendations for new actions at the end of M.R.C.'s
testimony. | know that you join me in supporting each of these recommendations:

. establish a new millennium goal at each campus for the number of |adder-
rank women and minority faculty for defining the pool and achieving equity;

. conduct an analysis at each campus of the future demand for faculty by
discipline and sub-discipline and estimate the pool of candidates nationally
who are expected to be available for faculty positions by sex and ethnicity;

. identify crucial pointsin the academic career development process from
graduate school admission through tenure that affect the composition of the
faculty and then specify lawful programs, best practices, and policies that
have demonstrated the capacity to enhance progress in achieving faculty
diversity;

. prepare a campus plan for achieving the campus goals either directly,
through hiring, or, in those disciplines where women are few, by increasing
the number of women in the Ph.D. pipeline at the graduate and
undergraduate levels, or by undertaking initiatives such as the Santa Cruz
Campus Curriculum Initiative;

. allocate sufficient resources to support campus plans to achieve faculty
diversity;

establish accountability by providing an annual report detailing the campus
plan and publishing the results of campus effortsto diversify faculty;
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. make a personal commitment and ask each Provost and Dean to demonstrate
her/his commitment to faculty diversity by embracing the campus goal and
engaging the entire campus community in efforts to develop strategies for
reaching the goal; and

. establish a system wide database of dissertation-stage UC graduate students
so that we can more effectively recruit our own pool of potential faculty and
enjoy the benefits of the diversity of that pool.

Last March, | told you of my concerns about the apparent drop in the appointment
rates of women and minority faculty in recent years and asked you to review your
campus faculty recruitment procedures. At our April 4 COC meeting, | would like
each of you to be prepared to share a preliminary report on your review of faculty
hiring and on your campus efforts to address the equity issues discussed in the
enclosed testimony. | would appreciate afull report on these matters by May 1.

The continued academic excellence of the University of California depends on our
success in these efforts. | look forward to working with you this academic year to

achieve solutions that will serve the next generation.
Sincerely,
/s/ Richard C. Atkinson

Richard C. Atkinson
President

Enclosure

CC: Provost King
Senior Vice President Mullinix
Senior Vice President Darling
Vice President Hershman
Assistant Vice President Arditti
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January 3, 2001

CHANCELLORS
Dear Colleagues:

Over thelast severa months, we have had ongoing discussions about the need

for the University of Californiato recruit afaculty that will meet the expanding
demands of the State of Californiain the new century. Aswe have discussed, the
University of Californiamust meet the challenge of serving a state that is growing
in ethnic diversity and struggling with disparities in economic and educational
opportunity. Continued academic excellence will require increased attention to
Issues such as multiculturalism, economic opportunity, and educational equity to
ensure that they are reflected strongly in the University's teaching, curriculum,
and research.

In support of this commitment, you have agreed to set aside a designated number

of faculty FTE to make ladder-rank appointments of faculty with teaching and
research interests that meet the criteria outlined below. | have agreed to supple-
ment the start-up research funds provided by the campus for these appointments

up to $100,000 per appointment. | am committed to providing atotal of $2,000,000
per year over athree-year trial period to support this agreement. Funds will be
available for appointments effective July 1, 2001.

There are three criteriafor faculty appointments qualifying for the matching start-
up funds. Candidates must be outstanding in their field of scholarship and also
meet one of the following three criteria:

(1) areengaged in research that advances the understanding of issues
such as race, ethnicity, gender, and multiculturalism as they intersect
with traditional academic fields, or research that examines socioecono-
mically or politically disadvantaged groups in areas such as commu-
nity development, public health, urban affairs, social justice, or educa
tional reform; or
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(2 have demonstrated a commitment to issues of social, educational, and
economic disadvantage as evidenced by their record of teaching and
service: for example, candidates who have engaged to a significant
extent in outreach, recruitment, or retention activities such as counsel -
ing, mentoring, or tutoring for educationally disadvantaged students
and have demonstrated creativity and initiative in those activities; or
candidates who have exhibited |eadership in developing pedagogica
techniques designed to accommodate diverse learning styles and
promote welcoming classroom environments for students from cultur-
ally diverse groups; or

(3) havebeen awarded University of California President's Postdoctoral
Fellowship appointments since 1995, when the selection criteriawere
revised to reflect current University of Californiapolicy.

Campuses may adopt procedures consistent with academic personnel procedures
to allow for awaiver or modification of the usual search requirementsto help with
hiring candidates who meet these criteria.

| recommend that, in implementing this new program, you review the attached
report from Santa Cruz describing its Campus Curriculum Initiative aimed at
"defining a curriculum that deals with present-day societal issues related to gender,
ethnicity and culture" and " positioning the campus to respond creatively to the
challenges presented by an increasingly diverse student body and increasingly
diverse state." Thisreport is an excellent example of a campus effort to ensure that
the diversity of our stateisreflected strongly in the campus's teaching, curriculum,
and research.

Sincerely,

/s/ Richard C. Atkinson

Richard C. Atkinson
President

Attachment

cc. Provost King
Assistant Vice President Switkes
Executive Director O'Rourke
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