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Francis Lu, MD
Chair
During the 2005-06 academic year, the Committee on Equal Opportunity (EQOP) met on nine occasions.
The Committee augmented its work by the use of electronic communications to gather data and facilitate
communication among Committee members.
Issues reviewed and acted on by the Committee included:
•

Continued oversight, support and guidance for the UCSF Faculty Search Ambassador Program,
including reviewing and providing input into their annual progress report. This Pilot Program, in its
second year, was established for the purpose of identifying, developing and providing resources to
search committees to expand the pool of diverse candidates considered for UCSF faculty openings.

•

Creation of a Handbook Oversight Subcommittee and accompanying guidelines for the Faculty
Handbook for Success- Advancement and Promotion at UCSF.

•

Reviewed applications, and made recommendations for the 2006-07 Faculty Development Awards,
administered by the Executive Vice Chancellor.

•

Discussed implementation techniques related to the approved changes to the Academic Personnel
Manual, Sections 210, 240, and 245 relevant to diversity and equal opportunity.

•

Communicated its Support for the Faculty Search Ambassador Program.

•

Proposed bylaw change regarding oversight of the UCSF Faculty Search Ambassador Program.

Systemwide Issues
Francis Lu MD, served as the University Committee on Affirmative Action and Diversity (UCAAD)
representative from UCSF and reported to EQOP on matters considered by UCAAD during 2005-06.
•

University Definition of Diversity. In 2004-05, UCAAD initiated an effort to formulate a
University Definition of Diversity. After much discussion, the Academic Assembly, at its May 10,
2006 meeting, approved a diversity statement reflecting its firm commitment to diversity and equal
opportunity. (Appendix 1)
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•

Final review and approval of APMs 210, 240, and 245. On July 1, 2005, APM policy
modifications took effect that added diversity language to the criteria for faculty advancement and
asked administrators to maintain and report on divisional affirmative action programs. Members
agreed that UCAAD should develop proactive strategies to draw awareness to the changes and
ensure their implementation. A three-fold effort was proposed: 1) campus visits to meet with the
Committee on Academic Personnel (CAP); 2) informing the faculty as a whole, and 3) monitoring
implementation.

•

Creating a Web Presence For Diversity. Members discussed how the Web could be employed to
create more visibility for diversity and diversity data in a more uniform, user-friendly format. The
UCLA diversity website was cited as one very effective model. The Committee decided not to
pursue a systemwide recommendation, but UCAAD members will advocate for improvements on
their own, which might include posting underutilization and retention numbers and adding a
diversity link on the campus home page.

Campus Issues
UCSF Faculty Search Ambassador Program
The Committee considered a report from the UCSF Faculty Search Ambassador, Dr. Harvey Brody,
titled, “Deeper Meanings: A Call for Action.” (Appendix 2)
Some of the major conclusions and recommendations included:
1. Communication. The Ambassador Program director must enhance efforts to meet with every search
chair.
2. Creating a more favorable climate. The Chancellor should hold a leadership summit on diversity
and excellence.
3. Accountability. Implementation of APMs 210, 240, and 245 to establish consistency between
UCSF’s statements, policies, and practices on diversity. Develop a performance accountability
structure for all levels of the organization from chancellor to faculty.
4. Collaboration and Integration. Need to establish a campus wide action plan on Diversity.
5. Data. Faculty demographics need to be better documented. A proposed new database, with a target
implementation date of Fall 2006 will allow us to monitor new faculty appointments, evaluate the
diversity of applicant pools of completed searches, and track faculty departures.
6. Outreach Activities. Secure funding for the Faculty Ambassador Search Team (F.A.S.T.) program
to identify and encourage the application of woman and other under-represented individuals.
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7. Workshops and Education. Develop and provide a pilot workshop for deans, department chairs
and search chairs to address diversity, equity and the unconscious barriers built into our systems.
Provide Web based material for faculty on the search process and on Proposition 209.
8. Resources. The Chancellor and leadership must provide resources to recruit new faculty.
9. Development of Data: Implement an online faculty application and tracking system as soon as
possible.
10. Program Evaluation: The AP director and analyst will work with EQOP to evaluate the results and
consider alternative methods of evaluation in order to improve the response rate to 50%.
Faculty Development Awards
Each year, the Committee participates in the review and selection of recipients of the Faculty Development
Awards, administered by the Office of the Executive Vice Chancellor and Provost, to support junior faculty
who have encountered unusual obstacles in developing their research. Originally, these awards targeted
women and underrepresented minority faculty on the tenure-track, but now the awards are open to faculty in
any series who have faced unusual obstacles in advancement (junior faculty still receive primary
consideration).
The Committee on Equal Opportunity considered seventeen (17) applicants for the 2006-07 Faculty
Development Awards. After careful discussion, Committee members agreed to recommend a total of eight
applicants to the Office of the Executive Vice Chancellor and Provost for consideration.
Implementation of APMs 210, 240, and 245 Related to Diversity and New Opportunities for
Recognition of Diversity Activities
In order to give these new APMs some traction, the Committee worked on strategies to facilitate
implementation of these changes. . In a communication to the Committee on Academic Personnel
(Appendix 3), EQOP proposed that the UCOP Affirmative Action Guidelines for Recruitment and Retention
of Faculty (Jan 2002, at http://www.ucop.edu/acadadv/fgsaa/affirmative.html) be used as the basis for the
implementation plan of the July 2005 changes to APM sections 210, 240, and 245 relevant to diversity and
equal opportunity.
Specifically, EQOP asked CAP for their input and support on these issues:
1) What work qualifies under these changes and what criteria can we use to assess the quality of the
work (individual faculty, department and school-level)?
2) What are the best, acceptable, and unacceptable practices for this work (individual faculty,
department, and school-level)?
3) What are the monitoring/accountability processes to be developed to measure to what extent the
changes have been implemented?
4) There is need for longitudinal data collection to see how affirmative action programs change and
hopefully improve from year to year.
5) There is a need to compare affirmative action programs and outcome data to see to what extent the
programs are actually effective.
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The Committee followed up this communication with a communication to Chair Greenspan outlining the
steps necessary to continue successful implementation of these APMs (Appendix 4).
Faculty Handbook Oversight Subcommittee
The Committee on Equal Opportunity, along with Director Maimon, developed guidelines (Appendix 5) for
oversight of the Subcommittee charged to review the Faculty Handbook Faculty Handbook for SuccessAdvancement and Promotion at UCSF:
1. EQOP Committee has appointed a Faculty Handbook Oversight Subcommittee consisting of three
members who will review and assess the Handbook and all communications related to suggested
necessary changes to maintain the Handbook’s accuracy and to keep it current. The Subcommittee
will have the authority to take action (as defined below) or make recommendations to EQOP related
to recommended changes.
2. All communications received by the Senate Office related to changes to the Handbook will be
forwarded to the EQOP Chair and to Subcommittee members through the Senate Analyst who
provides staff support to EQOP.
3. The Subcommittee will undertake a thorough assessment of the Handbook in December of each year
by carefully reviewing the Handbook and by soliciting input from: 1) EQOP Committee members,
2) the Chair of the Academic Senate, 3) the Chair of Committee on Academic Personnel (CAP), 4)
the Office of the Executive Vice Chancellor, 5) Associate Vice Chancellor for Academic Affairs, 6)
UCSF Director of Academic Personnel, 7) Academic Affairs Deans from each School, and 8) any
other sources deemed appropriate in order to evaluate the content of the Handbook for continued
accuracy and usefulness.
4. The Subcommittee can act autonomously to make or to approve changes to the Handbook
when the changes are the result of mandated UC or UCSF policy changes (e.g., APM change in
name of full time paid Clinical Faculty to Health Science Clinical Faculty); to correct obvious errors
of fact which can be verified and for which adequate proof has been provided; to correct
typographical, spelling or grammatical errors; or to update URL links or other changes which serve
to keep the document current. Any issues of concern should be referred to the full EQOP Committee
for review.
5. All other changes will require approval from a quorum of the full EQOP committee – this approval
can be obtained by email, as appropriate. The Office of the Executive Vice Chancellor and Provost,
Campus Counsel and University General Counsel will review these changes prior to finalization.
6. The Senate Analyst assigned to support EQOP will assist the Committee and Subcommittee as
needed and will coordinate with the Senate Office Director to identify resources needed to address
proposed changes and to finalize changes to the Handbook. The Senate Analyst will report to EQOP
on the status of all changes/updates in a timely fashion either by email or at Committee meetings.
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Proposed Changes to Bylaw 122
The Committee submitted proposed changes to Senate Bylaw 122 to the Committee on Rules and
Jurisdiction. (Appendix 6) The Committee observed that increased oversight and evaluation of the
effectiveness of the Ambassador program should be codified in the duties of the Committee. However,
since the Ambassador Program is a two year pilot program, the Division Chair suggested postponing a vote
on the proposed bylaw until the Senate learns of the status of the Ambassador Program at the conclusion of
the two year pilot program period.

Issues for the 2006-07 Academic Year
Matters continuing and new topics for next year include:
•
•
•
•
•
•

Continue to advocate for a Diversity website similar to the one at UCLA
(http://faculty.diversity.ucla.edu/) where statistics and important information is readily available;
Continue to foster relations with other diversity groups on campus and participate on Chancellor’s
Diversity Committee in a liaison capacity to increase communications and efficiencies;
Development of diversity portfolios for faculty at UCSF;
Continued advocacy for implementation of APMs 210, 240, and 245 Concerning Diversity and
Equal Opportunity;
Review and finalization of Faculty Handbook revisions on a more regular and timely basis;
Work with the Office of the Executive Vice Chancellor and Provost regarding criteria for Faculty
Development Awards.

Respectfully submitted,
Committee on Equal Opportunity
Francis Lu, MD, Chair and UCAAD Representative
Anita Stewart, PhD, Vice Chair
Jyu-Lin Chen, RN, PhD
John Fike, PhD
Dan Fried, PhD
Errol Lobo, MD, PhD
Monica Gandhi, MD, MPH
Paula Braveman, MD, MPH
Mike Winter, PharmD
Peter Bacchetti, PhD
Lydia Santiago, PhD
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Appendices
Appendix 1:
Appendix 2:
Appendix 3:
Appendix 4:
Appendix 5:
Appendix 6:

UCAAD Approved University Definition of Diversity
Faculty Ambassador Program Update
Communication to the Committee on Academic Personnel Regarding Implementation of
APMs 210, 240, and 245
Communication to Chair Greenspan Outlining Steps to Implement APMs 210, 240, and 245
for Review and Campus-wide Distribution
Guidelines for Oversight of the Faculty Handbook
Communication to the Committee on Rules and Jurisdiction Regarding Proposed Bylaw
Changes

Senate Staff:
Shilpa Patel
514-2696
spatel@senate.ucsf.edu
www.ucsf.edu/senate
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Assembly of the Academic Senate, Academic Council
University of California
1111 Franklin Street, 12th Floor
Oakland, California 94607-5200

May 16, 2006

ROBERT DYNES
PRESIDENT
Re:

Assembly of the Academic Senate’s Proposed University of California Statement
on Diversity

Dear Bob,
The Academic Assembly at its May 10, 2006 meeting unanimously approved the enclosed
Proposed University of California Statement on Diversity. The Academic Senate holds firm in
its commitment to diversity and equal opportunity and believes this Statement is an important
step in solidifying the fundamental importance of diversity in the mission of the University of
California.
On behalf of the Academic Assembly, I respectfully request the following: (1) that this
Statement be included in the May 23, 2006 proceedings of the President’s Summit on Faculty
Diversity; and (2) that all due efforts are made to see this Statement adopted as official policy of
the University of California. The Academic Senate looks forward to working with you in
moving forward with these endeavors.

Sincerely,

John Oakley, Chair
Academic Council
Enclosure
Copy: Academic Assembly
María Bertero-Barceló, Executive Director

(PROPOSED) UNIVERSITY OF CALIFORNIA
DIVERSITY STATEMENT
RECOMMENDED TO THE UNIVERSITY OF CALIFORNIA BY THE
ACADEMIC SENATE OF THE UNIVERSITY OF CALIFORNIA
Adopted by the Assembly of the Academic Senate May 10, 2006
The diversity of the people of California has been the source of innovative ideas and
creative accomplishments throughout the state’s history into the present. Diversity – a
defining feature of California’s past, present, and future – refers to the variety of personal
experiences, values, and worldviews that arise from differences of culture and
circumstance. Such differences include race, ethnicity, gender, age, religion, language,
abilities/disabilities, sexual orientation, socioeconomic status, and geographic region, and
more.
Because the core mission of the University of California is to serve the interests of the
State of California, it must seek to achieve diversity among its student bodies and among
its employees. The State of California has a compelling interest in making sure that
people from all backgrounds perceive that access to the University is possible for talented
students, staff, and faculty from all groups. The knowledge that the University of
California is open to qualified students from all groups, and thus serves all parts of the
community equitably, helps sustain the social fabric of the State.
Diversity should also be integral to the University’s achievement of excellence. Diversity
can enhance the ability of the University to accomplish its academic mission. Diversity
aims to broaden and deepen both the educational experience and the scholarly
environment, as students and faculty learn to interact effectively with each other,
preparing them to participate in an increasingly complex and pluralistic society. Ideas,
and practices based on those ideas, can be made richer by the process of being born and
nurtured in a diverse community. The pluralistic university can model a process of
proposing and testing ideas through respectful, civil communication. Educational
excellence that truly incorporates diversity thus can promote mutual respect and make
possible the full, effective use of the talents and abilities of all to foster innovation and
train future leadership.
Therefore, the University of California renews its commitment to the full realization of its
historic promise to recognize and nurture merit, talent, and achievement by supporting
diversity and equal opportunity in its education, services, and administration, as well as
research and creative activity. The University particularly acknowledges the acute need
to remove barriers to the recruitment, retention, and advancement of talented students,
faculty, and staff from historically excluded populations who are currently
underrepresented.
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April 3, 2006
Francis Lu, M.D.
Clinical Professor, Psychiatry
Chairman, Committee on Equal Opportunity
Dear Dr Lu:
As requested at the March meeting of the Committee on Equal Opportunity, I am submitting a brief update on the
activities of the Ambassador Program. The attached document covers the period May 1, 2005 to the present. The
last Ambassador Program progress report, ‘Deeper Meanings: A Call to Action’, reported on program activities
between November 2004 to April 2005.

Sincerely,

Harvey A. Brody D.D.S., MS.Ed.
Clinical Professor Emeritus
Director, Faculty Ambassador Program

Ambassador Program Update
May 1, 2005 – March 31, 2006
Prepared for the Committee on Equal Opportunity
Submitted April 3, 2006

On June 30, 2005, the Ambassador Program submitted the report, “Deeper Meanings: A Call to
Action” to the Committee on Equal Opportunity. The report, covering the time period November
2004-April 2005, was forwarded to the Academic Senate, the Executive Vice Chancellor (EVC),
Associate vice Chancellor for Academic Affairs (AVC), and other stakeholders. The report
presented 16 conclusions and 23 recommendations.
The Executive Vice Chancellor (EVC) convened a leadership retreat on diversity in July 2005
and in November 2005 convened a Faculty Diversity Initiative steering committee. This
committee has developed a five point plan that addresses many of the concerns raised in the AP
report. The EVC plan includes:
- Create a Comprehensive, State-of-the-Art UCSF Website on Diversity
- Develop an Effective Communications Strategy for UCSF and External Audiences
- Establish a Program of Best Practices for Faculty/Staff Recruitment and Retention
- Develop a Database of Faculty/Staff Positions, Recruitments and Departures
- Convene a UCSF Diversity Leadership Retreat
This Ambassador Program update provides a summary of actions on the AP recommendations
and outlines results that have been achieved to date. This report describes the planned activities
embedded in the EVC five point plans as they relate to the AP proposals. The recommendations
from the June 2005 AP report have been consolidated and are numbered and presented in bold.
1) Communication with search chairs: The AP director must enhance efforts to meet with
every search chair. The primary goal for the Ambassador Program (A.P.) is to assist search
committees in identifying potential under represented faculty. A key strategy is to meet with
search chairs and discuss the following: the nature of the open position, review the department’s
history on diversity, review the resource documents provided by the A.P., determine if contacts or
advertisements should be broadened, discuss the advantage of a diverse faculty and present the
results of AP research to identify candidates.
For the period May 2005-March 2006, the AP contacted 140 search chairs by e-mail, had phone
contact with 67 individuals and met with 59 search chairs. In January, the AVC emphasized to the
Associate Deans the importance of meeting with the Ambassador program. This support from the
AVC, in addition to a modification in our initial email and follow up phone calls has resulted in a
significant improvement in our response rate. The meeting rate has increased from 42% in the last
reporting period to 54% from January 2006 to the present. In addition, the AP:
• Provided all 140 search chairs with information on ways to broaden their
advertisement strategy.
• Presented 28 search chairs with specific individuals for the committee’s
consideration.
• Submitted the position description for all 140 searches to a search company that
targets under represented minority faculty.
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There have been 18 searches completed in this reporting period. Six of the eighteen appointees
are female. Seven of the seventeen new faculty members are from under represented groups; one
new faculty member did not report his ethnicity.
Note: Currently, the AP meets with the search chair after the Academic Recruitment Plan has
been approved. Thus the search committee has been appointed, the position description and
advertisement written, and the sites for advertisement selected. Best practices and the timeliness
and nature of our current monitoring activities are under discussion in the Chancellor’s initiative
on Faculty Diversity, chaired by EVC Eugene Washington. The AP director is a member of this
group.
In February 2006, legal counsel from the Office of the President requested information on the
Ambassador Program’s internet based research to promote inclusiveness. Essentially the question
is if the AP’s efforts to identify woman and under represented groups is in conflict with
Proposition 209. The AP has suspended this activity while awaiting a response from legal
counsel.
2) Create a more favorable climate: The Chancellor should hold a leadership summit on
diversity and excellence. A diversity communications strategy is one of the key elements in the
Chancellor’s faculty diversity Initiative. This plan will reinforce the messages of diversity as well
as educate the UCSF community. AVC Barbara French is leading the planning for the
communication effort. It will include the creations of a comprehensive, state-of-the-art UCSF
Website on Diversity. To further increase the understanding of the importance of diversity at
UCSF, the Executive Vice Chancellor held a Town Hall Meeting in March 2006.
The Chancellor will convene a UCSF Diversity Leadership Retreat in the near future. The EVC
has stated: “Maintenance of a successful diversity program requires a sustained, focused

and up-to-date effort with strong leadership from the top at UCSF. A retreat will bring
UCSF leaders together to critically assess progress, determine elements of success,
clarify vision and strategy, and establish an action plan for the next academic year.”
The EVC steering committee on faculty diversity has recommended new language to be included
in all position descriptions. The goal is to encourage a wide range of applicants and promote
consideration of diversity. The new language has been approved by the Associate Deans and is
now being used.
The steering committee is considering a template for interviewing applicants that will build on the
new diversity language. The interview template establishes diversity experience, research in
health disparities, and community service as a component of the evaluation criteria in selecting
new faculty.
3) Accountability: Implement APM 210, 240, and 245 to establish consistency between
UCSF’s statements, policies, and practices on diversity. The Equal Opportunity Committee is
providing the leadership in connecting the UCOP Guidelines (2002) and the new (July 2005)
APM regulations. These documents have been circulated for review and approval system wide, to
the Academic Senate, the Chancellors Committee for Diversity, and the Faculty subcommittee on
diversity. The AP’s role in this endeavor is to support the efforts of EQOP and the other involved
committees while continuing to be an advocate for the development of an accountability model.
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4) Develop a performance accountability structure for all levels of the organization from
chancellor to faculty. The EVC five point plans have identified the critical importance for the
development and implementation of an accountability strategy.
5) Collaboration and integration of efforts and the establishment of a campus wide action
plan on Diversity: The Executive Vice Chancellor has established a steering committee for an
initiative in faculty diversity. This committee has representation from the Chancellor’s
Committee on Diversity, EQOP, the Ambassador Program, each of the school task forces, the
AVC and the Associate Deans. The EVC has held a ‘town hall meeting’ to present the outline of
a campus wide five point plan with a timetable and action plan. Representatives from all campus
groups working on diversity attended.
The AP continues to meet with and act as a liaison between many of the diversity programs on
campus. These include:
• The Office of Affirmative Action/Equal Opportunity/Diversity
• School Taskforces
• Ob/Gyn Departmental Taskforce
• Chancellor’s Advisory Committee on Diversity
• The Faculty Subcommittee, Chancellor’s Advisory Committee on Diversity.
• Steering Committee of Chancellor’s Diversity Initiative
• EQOP
• CACSW
• Consultation on diversity issues as requested by faculty and staff.
6)
Data on faculty demographics: The EVC steering committee has now identified the
development of a database of Faculty/Staff positions, recruitments and departures as a priority.
The EVC office has developed RFP for a database for demographics. Proposals are currently
being considered with a target implementation date in the fall of 2006. This system will allow us
to monitor new faculty appointments, evaluate the diversity of applicant pools of completed
searches, as well as track faculty departures.
7) Outreach activities: Fund the Faculty Ambassador Search Team (F.A.S.T.) program to
identify and encourage the application of woman, URM faculty and other underrepresented individuals. The AP director has presented the idea of a school wide program to the
AVC and the Associate Deans. At this point, the concept has not been embraced campus wide.
However, individual search chairs have supported the idea and acted as faculty ambassadors at
regional and national meetings. Furthermore, the AP helped prepare the response to the RFP for
the NIH Clinical and Translational Science Award. The AP provided ideas and language on
recruitment and retention of minority researchers, and programs to help identify clinical and
translational researchers. The grant includes a budget item for a “Traveling Ambassador
Program”. If funded, this will go a long way in addressing this recommendation.
Additional external outreach activates include the AP director’s participation in a statewide
consortium and a AAMC initiative. These are the:
•

California Universities Consortium: The group consists of representatives from the 10
UC campuses, the California Institute of Technology, Stanford and USC. The mission is
the advancement of faculty and graduate student diversity.
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•

AAMC Advisory Committee on Faculty Diversity and Development: The committee is
developing national workshops for junior minority faculty and a leadership workshop for
minority faculty.

8)
Workshops and education: Develop and provide a pilot workshop for deans,
department chairs and search chairs to address diversity, equity and the unconscious
barriers built into our systems. Provide Web based material for faculty on the search
process and on Proposition 209. These issues are all being developed as part of the EVC’s five
point plan. The EVC has held a Town Hall Meeting which included a represented form the Office
of the President to discus Proposition 209 issues.

The AP has developed a draft of a Toolkit for Search Chairs. The toolkit is being
reviewed by EQOP and tested by search chairs prior to completion. The human resource
staff from several of the departments has expressed interest in a version of the toolkit for
administrative staff. The Office of Academic Affairs is preparing a series of training
modules for administrative staff. The AP will support this effort and include the toolkit in
the module on diversity and recruitment.
9) Resources: The Chancellor and leadership must provide resources to recruit new
faculty. The Chancellor’s steering committee on faculty diversity has endorsed the concept of
providing resources to schools/ departments when new hires support the University’s efforts in
addressing under representation and health disparities. The details of this initiative have not been
developed but are under active discussion. Any initiative will have to meet the requirements of
proposition 209.
10) Development of data: Implement an online faculty application and tracking system as
soon as possible.. The proposed system (iKorb) was evaluated and found to have significant short
comings. The office of Academic Personnel has developed an RFP for an online system and
started to interview vendors. The system is scheduled to be implemented in 2007.
The AP has developed language for the letter to be sent to applicants requesting their
demographic information. The AVC has submitted the letter to legal council. It is anticipated that
this will help us identify the ethnicity of our applicant pool until the online system is instituted.
11) Program evaluation: The AP director and analyst will work with EQOP to evaluate the
results and consider alternative methods of evaluation in order to improve the response rate
to 50%. The Academic Office suspended Ambassador Program evaluations in June, 2005. The
Chairs of EQOP and of the Academic Senate are developing an arrangement to reinstitute the
surveys in the near future. The Academic Senate staff will distribute the surveys with support
from the Ambassador Program staff. This will insure an independent evaluation of the AP.
Program plans:
Program staffing: The AP analyst position: The program analyst’s time is now divided 50%
time with the Ambassador Program and 50% in support of EVC office activities.
Future of the Ambassador Program: The Ambassador Program was established as a 2 year
pilot project with funding through December, 2005. Funding for the Ambassador program has
been extended through June 2006.The future of the Ambassador Program after this time is
unclear.
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Tamara Maimon, Director
500 Parnassus, MUE 230
San Francisco, California 94143-0764
(415)476-3808 Fax (415)476-9683

Deborah Greenspan, DSc,BDS, Chair
David Gardner, MD, Vice Chair
Mary J. Malloy, MD, Secretary
Jean Olson, MD, Parliamentarian

Communication from Committee on Equal Opportunity
Francis Lu, MD, Chair
TO:

Joel Karliner
Chair, Committee on Academic Personnel

FROM:

Francis Lu
Chair, Committee on Equal Opportunity

RE:

Proposal for the Implementation of July 2005 Changes in APM Sections 210, 240, 245
Relevant to Diversity and Equal Opportunity—Part 1 (Conceptual Issues)

DATE:

November 22, 2005

EXECUTIVE SUMMARY
The Committee on Equal Opportunity (EQOP) proposes that the UCOP Affirmative Action Guidelines for
Recruitment and Retention of Faculty (Jan 2002, at http://www.ucop.edu/acadadv/fgsaa/affirmative.html) be
used as the basis for the implementation plan of the July 2005 changes in APM 210, 240, 245 relevant to
diversity and equal opportunity. This proposal (Part 1) on the conceptual issues on the implementation will
be followed with a subsequent Part 2 on logistical issues.
EQOP seeks the following from the Committee on Academic Personnel (CAP): (1) Review, comment and
support of this proposal by CAP (2) Discussion with CAP about creating a process to work together on Part
2 of this proposal regarding logistical issues.
BACKGROUND
Effective July 1, 2005, changes were made in the APM sections 210, 240, 245 relevant to diversity and
equal opportunity. The entire sections with the changes underlined are at
http://www.universityofcalifornia.edu/senate/committees/ucaad/reports.html. A summary of the APM 210
changes is presented on Attachment 1. These changes concern individual faculty appointment and
promotion criteria. The change in APM 240 covers to the administrative responsibility of a Dean or Provost
at the Division, College or School level for “maintaining an affirmative action program for faculty and staff
recruitment and retention consistent with University affirmative action policies.” The change in APM 245
refers to the administrative responsibility of a Department Chair for “maintaining a departmental affirmative
action program for faculty and staff personnel recruitment and retention, consistent with University
affirmative action policies.”
The President’s Task Force on Faculty Diversity is currently reviewing through site visits how each campus
will be implementing these changes. They plan to have a written report by April 2006. This topic was also
discussed at the UCAAD meeting on Nov 1 and made one of the areas of focus for this academic year. The
Executive Vice Chancellor’s Faculty Diversity Initiative has just started and may also review this topic. The

Chancellor’s Advisory Committee on Diversity, Faculty Subcommittee may also review this topic. The four
task forces on diversity at the school level may also be reviewing this topic. Finally, EQOP had
communicated to Len Zegans, Chair of the UCSF Academic Senate, in May 2005 of EQOP’s intention to
review these changes and to be available to work with committees of the Academic Senate and others on
this matter. Therefore, it would be most helpful for the Academic Senate to have a position on this matter,
which can perhaps help inform the dialogue which will take place.
PROPOSAL
EQOP proposes that the UCOP Affirmative Action Guidelines for Recruitment and Retention of Faculty
(Jan 2002, at http://www.ucop.edu/acadadv/fgsaa/affirmative.html) be used as the basis for the
implementation plan of the July 2005 changes to APM sections 210, 240, and 245 relevant to diversity and
equal opportunity. The UCOP Guidelines were originally created in June 2001 and reformatted in the
January 2002 manual to be more user-friendly. University counsel has reviewed these changes.
The Chancellor’s Advisory Committee on Diversity, Faculty Subcommittee, chaired by Francis Lu,
analyzed and reformatted the document during the 2001-2002 academic year (Attachment 2). The
Subcommittee reformatted the document in three ways: (1) Specific action steps from the text were placed
in an Excel file format, (2) The entity of the campus responsible for the level of activity was specified
(campus, school, department), and (3) The level of mandate was specified (must, should, or may).
In Fall 2005, EQOP expanded this original document into the following:
1) Campus-level action steps (Attachment 3)
2) School-level action steps (Attachment 4)
3) Department-level action steps (Attachment 5)
4) Faculty-level action steps (Attachment 6)
We believe document #2 above could become the detailed criteria to evaluate Deans regarding APM 240
(AA/EO/D issues) and document #3 could become the detailed criteria to evaluate Department Chairs
regarding APM 245 (AA/EO/D issues). Document #4 could become the detailed criteria to evaluate faculty
members regarding APM 210 (AA/EO/D issues).
RATIONALE AND DISCUSSION OF FUTURE STEPS:
This proposal would be a very important one for the University by linking the mandate of the changes in
APM 210, 240 and 245 concerning diversity and equal opportunity to an existing UCOP document, which
provides guidelines for implementing these changes. The UCOP guidelines provide specific actions that
campuses, schools, departments and individual faculty members can take to reduce the barriers to
affirmative action faculty recruitment and retention as required by federal law and consistent with
Proposition 209. The reformatted documents in Attachments 4, 5 and 6 provide a basis for the criteria to be
used by monitoring bodies and faculty promotion and tenure committees concerning the implementation of
APM 240, 245 and 210, respectively. Considering the attention that is being paid to this topic at this time by
many levels of the UCSF campus as well as system-wide, it is important that this proposal be discussed,
amended and hopefully endorsed in order to provide the conceptual basis for subsequent essential work on
logistical issues.
EQOP recognizes that the work for implementation will need to continue in subsequent discussions within
EQOP and with others, leading to a Part 2 proposal on logistical issues. Such issues include:

1) What work qualifies under these changes and what criteria can we use to assess the quality of the
work (individual faculty, department and school-level)?
2) What are the best, acceptable, and unacceptable practices for this work (individual faculty,
department, and school-level)?
3) What are the monitoring/accountability processes to be developed to measure to what extent the
changes have been implemented?
4) There is need for longitudinal data collection to see how affirmative action programs change and
hopefully improve from year to year.
5) There is a need to compare affirmative action programs and outcome data to see to what extent the
programs are actually effective.
EQOP welcomes feedback on this vitally important topic.

cc:

Garrett Chan, Chair, Chancellor’s Advisory Committee on Diversity, Faculty Subcommittee
Dan Weiss, Chair, University Committee on Affirmative Action and Diversity
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University of California / Academic Personnel Manual
APM - 210
APPOINTMENT AND PROMOTION
Review and Appraisal Committees
Rev. 7/1/05 -- Page 3 – 7: Changes relevant to AA/EO/D issues. Approved added text is underlined.

210-0 Policy
In their deliberations and preparations of reports and recommendations, academic review and appraisal
committees shall be guided by the policies and procedures set forth in the respective Instructions which
appear below.
210-1 Instructions to Review Committees Which Advise on Actions Concerning
Appointees in the Professor and Corresponding Series
d. Criteria for Appointment, Promotion, and Appraisal
The University of California is committed to excellence and equity in every facet of its mission. Teaching,
research, professional and public service contributions that promote diversity and equal opportunity are to
be encouraged and given recognition in the evaluation of the candidate’s qualifications. These contributions
to diversity and equal opportunity can take a variety of forms including efforts to advance equitable access
to education, public service that addresses the needs of California’s diverse population, or research in a
scholar’s area of expertise that highlights inequalities.
(1) Teaching —
Clearly demonstrated evidence of high quality in teaching is an essential criterion for appointment,
advancement, or promotion… In judging the effectiveness of a candidate’s teaching, the committee should
consider such points as the following: … effectiveness in creating an academic environment that is open
and encouraging to all students, including development of particularly effective strategies for the
educational advancement of students in various underrepresented groups… Among significant types of
evidence of teaching effectiveness are the following… (e) development of new and effective techniques of
instruction, including techniques that meet the needs of students from groups that are underrepresented in
the field of instruction.
(2) Research and Creative Work —
…Textbooks, reports, circulars, and similar publications normally are considered evidence of teaching
ability or public service. However, contributions by faculty members to the professional literature or to the
advancement of professional practice or professional education, including contributions to the advancement
of equitable access and diversity in education, should be judged creative work when they present new ideas
or original scholarly research.
(3) Professional Competence and Activity —
…The candidate’s professional activities should be scrutinized for evidence of achievement and leadership
in the field and of demonstrated progressiveness in the development or utilization of new approaches and
techniques for the solution of professional problems, including those that specifically address the
professional advancement of individuals in underrepresented groups in the candidate’s field.
(4) University and Public Service —
… Faculty service activities related to the improvement of elementary and secondary education represent
one example of this kind of service. Similarly, contributions to student welfare through service on studentfaculty committees and as advisers to student organizations should be recognized as evidence, as should
contributions furthering diversity and equal opportunity within the University through participation in such
activities as recruitment, retention, and mentoring of scholars and students.
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Campus School

FEDERALLY MANDATED AA PROGRAMS (see page 2 of O.P. booklet)
Campus to develop and maintain a written affirmative action program covering staff, faculty, and all other academic
must
employees.
Faculty affirmative action programs should contain a diagnostic component which includes quantitative analyses, and an
action oriented component which includes specific practical steps designed to address problem areas identified by the
must
diagnostic analyses.
Quantitative Analyses
A faculty AA program that complies with Federal regulations must include six specified quantitative analyses. The most
valuable of these for academics are: determining availability, comparing incumbency to availability, and setting placement
goals. The regulations require employers to consider the percentage of minorities and women with the requisite skills in the
geographic area from which the employer usually recruits, and to use the most current and discrete statistical information
available.
must
Setting Placement Goals
Each campus must produce annual statistical reports comparing the percentage of women and minority faculty in each
academic job group with the availability percentage. When the percentage of women or minorities in a particular academic job
group is less than would reasonably be expected, given their availability, the campus must establish a percentage annual
placement goal equal to the availability figure derived for women and minorities, as appropriate for that job group.
must
Identifying Problem Areas
Federal regulations require that each campus perform in depth analyses of its total academic employment process to
determine whether and where impediments to equal employment opportunity exist. At a minimum, campuses must evaluate
their personnel activities, including applicant pools, hires, termination, promotions and other personnel actions to determine
whether there are disparities in the allocation of employment benefits to women and minority employees.
must
Campuses must monitor and evaluate their faculty compensation practices to determine whether there are disparities based
must
on gender, race or ethnicity.
Campuses must monitor and evaluate their recruitment, selection and promotion procedures to determine whether they result
in disparities in the employment or advancement of minorities and women.
must
If any of the above analyses indicate a problem area, the campus must develop and execute action-oriented programs to
correct the problem area. In addition, a campus must demonstrate that it has made good faith efforts to remove identified
must
barriers, expand employment opportunities, and produce measurable results.
Federal regulations require each campus to develop and implement an auditing system that periodically measures the
must
effectiveness of its total AAP.
A good auditing system should include: 1) monitoring all personnel transactions and compensation practices to ensure that
should
the nondiscrimination policy is enforced.
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Action Steps

Campus School

2) producing regular internal reports regarding the goals and achievements of the AAP.
3)advising top management of the status and effectiveness of the faculty affirmative action program, along with
recommendations to improve any areas of unsatisfactory performance.

should
should

BEST PRACTICES FOR FACULTY RECRUITMENT (page 4 of the O.P. booklet)
1 In developing a request for a position, departments should consider how the proposed level of appointment and field of
specialization may affect the availability of women and minorities in the applicant pool.
2 Campuses should require departments to articulate a sufficient academic justification for appointments at the senior level or
in subspecialties where there are fewer women and minorities. The department's consideration of equal opportunity should be
should
documented in the department's request for search authorizations.
3 Campuses should require deans to review the sufficiency of a department's considerations prior to authorizing the search in
order to avoid any unintentional adverse impact on gender or racial equity that may result from senior level hiring in particular
should
fields of specialization.
Composing the Search Committee
1 Composing the search committee: Each department should make an effort to appoint a search committee that represents a
diverse cross section of the faculty and includes members who will monitor the affirmative action efforts of the search
committee.
2 Special effort should be made to ensure that minorities and women have equal opportunity to serve on search committees.
3 Departments that lack diversity should consider appointing faculty outside the department to search committees or develop
other alternatives to broaden the perspective of the committee and increase the reach of the search.
4 Departments should require search committees to create written search plans that describe, at a minimum, the
underutilization and availability of women and minorities in the field, the methods of recruitment and advertising, the position
description, and the criteria to be used in selecting candidates.
Developing Position Announcements
1 Prior to initiating a search, 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 is drafted as broadly as possible to attract the largest available pool of potential applicants.
2 Position announcements may include criteria for all pending appointments, with the understanding that the most exceptional
candidate from this larger pool will be hired first, regardless of field.
3 Campuses may want to consider developing policies to encourage cluster hiring and/or spousal hiring policies that may
may
contribute to attracting a more diverse pool of candidates to faculty positions.
4 Position descriptions and job announcements may contain additional language reflecting the department's interest in
attracting applicants whose teaching, research or service activities may contribute to the academic diversity of the campus.
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Campus School

5 Job announcements may contain specific language reflecting institutional commitment to consider dual career appointments
and support spousal employment opportunities.
Widespread Advertising
1 Every effort should be made to conduct a thorough search and advertise widely before filling any faculty position. Search
efforts should include all available avenues for publicizing the position, including national publications, personal contacts,
listservs, mailing lists, professional and academic conferences, and Web sites
2 All advertisements for faculty positions should state that the University is an "Equal Opportunity/Affirmative Action Employer"
and "all qualified applicants are encouraged to apply, including minorities and women."
Inclusive Recruitment
1 All University search committees should engage in targeted recruitment activities that are consistent with University policy and
effective for increasing the numbers of women and minority applicants for academic appointments.
2 Positions should be advertised with organizations and publications that are targeted to women and minority audiences, in
addition to advertising in publications for general distribution.
3 Each campus should develop and maintain a list of targeted publications, by field, where academic positions could be
should
advertised, in addition to publications used for general distribution.
Proactive Informational Outreach
1 Search committees may engage in other types of proactive informational outreach to increase the numbers of women and
minority candidates for faculty positions. As search committee members write letters or make phone calls to their colleagues
to ask about promising candidates, they also may specifically inquire about promising women and minority candidates.
2 Search committee members may make specific efforts to attend conferences or meetings attended primarily by women and
minorities in the field.
3 Search committee members should ensure that female and minority members of the campus faculty are not excluded from
consultations regarding their knowledge of potential candidates, and should actively encourage all faculty to refer potential
candidates.
4 Search committees may broaden the pool by utilizing the resources of these specialized academic and professional
organizations and also by making efforts to identify individuals who have achieved excellence outside academe.
BEST PRACTICES FOR FACULTY SELECTION (page 6 of the O.P. booklet)
Analyzing the Pool
1 Federal regulations require each campus to collect data regarding the race and gender of all job applicants, including
must
applicants for faculty positions.
2 Departments should 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 the rate of their
estimated availability in the field, then departments should review whether proper recruitment and outreach procedures were
followed and consider reopening the search with expanded targeted recruitment efforts.

*Original source document: UC AA Guidelines for Recruitment and Retention of Faculty (January 2002)
http://www.ucop.edu/acadadv/fgsaa/affirmative.html
Attachment 2 - Academic AA action steps

3 of 7

Dept.
may

should
must

should
should

may
may

should
may

should

Action Steps for AA Recruitment and Retention of Faculty*
√

Action Steps
1
2
3
4

Campus School

Monitoring the Selection Process
Departments should establish procedures for selection that require applications to be read by more than one person, to
minimize the possibility qualified candidates may be overlooked.
Search committees should prepare written deselection documents that describe the reasons) for rejecting candidates.
Deans or department chairs should review these documents and may examine committee selections to ensure that they meet
the selection criteria listed in the position announcement.
Academic administrators may also review the race and gender of candidates on the short list. If there is insufficient
representation compared to availability, the selection process should be scrutinized to ensure that selection criteria were
properly and consistently applied in the review of candidates, and those criteria were consistent with the documented
academic needs of the department.

BEST PRACTICES FOR FACULTY RETENTION (page 7 of the O.P. booklet)
1 Campuses should be vigilant to identify retention problems that may have a negative impact on faculty diversity and equal
employment opportunity.
2 Campuses should collect gender and race data on personnel transactions such as promotions, transfers and resignations
and to make good faith efforts to address any racial or gender disparities that may be reflected in those data.
3 Campuses may develop procedures for career reviews to ensure that all faculty are appointed at the appropriate rank and
step consistent with their academic accomplishments.
4 Campuses may conduct exit interviews with departing faculty, including minorities and women, to determine why they are
leaving the University.
5 Campuses that conduct exit interviews should make every effort to address problems identified in the interviews and
document the results of those efforts.
6 Campuses may want to interview faculty who have been successful in obtaining tenure, or who have remained with the
University for a long period of time, in order to identify factors that contributed to the successful faculty careers.
Mentoring Junior Faculty
1 Campuses may organize formal mentoring programs and conduct workshops for junior faculty to assist with the tenure
process.
2 Campuses and departments may consider permitting junior faculty to participate ex-officio in academic personnel processes
such as file review, ad hoc committees and discussion of personnel cases.
Faculty Development Programs
1 Faculty development programs may promote campus diversity by rewarding faculty who are engaged in research focused on
issues such as race, ethnicity, gender, and multiculturalism, and/or by allocating resources to faculty who have demonstrated
a commitment to issues of social, educational, and economic justice as evidenced by their record of teaching and service.

should
should
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√

Action Steps
2 These programs may reward faculty who have exhibited leadership in developing pedagogical techniques designed to
accommodate diverse learning styles and promote welcoming classroom environments for students from culturally diverse
groups, and/or faculty who have made exceptional contributions to campus diversity through their departmental service.
Accommodating Special Needs
1 Campuses should ensure that all deans and 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.
2 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 leaves, modified work schedules or
other accommodations as needed. Departments also should consider parental and medical needs of faculty in scheduling
department meetings and assignments.
Monitoring Pay Equity
1 Campuses should conduct periodic summary level salary reviews to ensure that faculty compensations practices do not
reflect disparities on the basis of race or gender. If problem areas are identified, campuses should investigate individual
cases and ensure that salary levels are based on legitimate, documented academic considerations.
2 Campus may implement career review procedures that allow faculty members to have their academic personnel file reviewed
for placement at the appropriate rank, step and salary.

1

2
3

4

INFORMING THE CAMPUS COMMUNITY (page 9 of the O.P. booklet)
Campuses may promote faculty involvement by providing faculty on a regular basis with statistical data regarding the number
of minorities and women on the faculty and among new appointments. It is particularly important that data regarding faculty
demographic profiles and availability figures be provided to faculty, search committees, department chairs, deans, and
academic administrators involved in recruitment and retention activities.
Campuses may compile and distribute their own data sets with more detailed breakdowns reflecting the status of women and
minorities in faculty appointments.
All academic administrators, deans, department chairs, and faculty involved in academic personnel matters should receive
information on an annual basis regarding the components of the campus faculty affirmative action program and the
placement goals in their field or organizational units.
Information regarding affirmative action requirements and campus specific affirmative action data should be provided to all
department chairs and deans on an annual basis and should be discussed in orientation and training programs for
department chairs and deans.

ENFORCING THE NONDISCRIMINATION POLICY (page 10 of O.P. booklet)
1 Each campus should demonstrate its commitment to equal opportunity and diversity by taking active steps to disseminate
and enforce the University's policy prohibiting illegal discrimination.

Campus School
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Dept.

2 Campuses can promote enforcement of the University nondiscrimination policy by having knowledgeable persons available to
facilitate resolution of complaints, by providing ready access to informal and formal channels for bringing grievances, and by
conducting training for all staff and faculty regarding the requirements of the nondiscrimination policy.
should
CREATING A WELCOMING CAMPUS CLIMATE (page 10 of the O.P. booklet)
1 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.
2 Annual statements from the Chancellor regarding the campus' commitment to equal opportunity in education and
employment may be distributed widely to publicize the campus position regarding affirmative action and compliance with
Federal regulations.
3 Campus faculty and academic administrators can encourage and support interested groups that wish to sponsor speakers,
discussions, and other educational events to discuss questions of affirmative action, diversity, and equal opportunity.
4 Campuses may provide public and academic recognition to faculty who make exceptional contributions to diversity through
their research, teaching or service activities.
DEVELOPING CURRICULAR DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may develop organized research units to pursue scholarly exploration of topics such as race, ethnicity, gender,
and multiculturalism.
2 Campuses may commit resources toward developing interdepartmental curriculum initiatives to address issues such as
gender and race within the traditional disciplines. Such initiatives may support cluster hiring and other academic personnel
practices that will contribute to the diversity and intellectual vitality of the campus community.

may

may

may

may

may

may

may

may

may
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may

may

may

may
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may
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VALUING FACULTY CONTRIBUTIONS TO DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may consider whether faculty members' research, teaching, or service makes an outstanding contribution to the
diversity of the academic community as part of criteria for faculty recruitment, selection and advancement.
2 In considering candidates for appointment, departments and search committees may consider whether a candidate's
research will serve curricular needs for addressing present-day societal issues related to gender, race, ethnicity and culture.

may
3 Campuses may create incentives for hiring faculty who are engaged in research that advances the understanding of issues
such as race, ethnicitiy, gender, and multiculturalism as they intersect with traditional academic fields, or research that
examines socio-economically or politically disadvantaged groups in areas such as community development, public health,
urban affairs, social justice or educational reform.

may

*Original source document: UC AA Guidelines for Recruitment and Retention of Faculty (January 2002)
http://www.ucop.edu/acadadv/fgsaa/affirmative.html
Attachment 2 - Academic AA action steps

6 of 7

may

may

Action Steps for AA Recruitment and Retention of Faculty*
√

Action Steps

Campus School

4 Departments and search committees also may consider a candidate's demonstrated commitment to issues of social,
educational and economic disavantage as evidenced by the record of teaching and service.
5 A department may consider such criteria in its evaluation of current faculty for promotion and advancement, and may provide
release time or faculty development funds for faculty who are active in research, teaching or service that promotes equal
access for underrepresented students or increases our understanding of the dynamics of race and gender in our society.

Dept.
may

may
6 Campus values of academic diversity 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 efforts in program administration and academic
may
personnel practices.
7 Performance reviews for deans and department chairs should include a review of their efforts to promote academic diversity
and equal opportunity in all academic affairs.
8 Deans and chairs should be assessed annually with regard to their efforts to follow affirmative action good practices in faculty
should
hiring and academic personnel actions.
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Campus School

FEDERALLY MANDATED AA PROGRAMS (see page 2 of O.P. booklet)
Campus to develop and maintain a written affirmative action program covering staff, faculty, and all other academic
must
employees.
Faculty affirmative action programs should contain a diagnostic component which includes quantitative analyses, and an
action oriented component which includes specific practical steps designed to address problem areas identified by the
must
diagnostic analyses.
Quantitative Analyses
A faculty AA program that complies with Federal regulations must include six specified quantitative analyses. The most
valuable of these for academics are: determining availability, comparing incumbency to availability, and setting placement
goals. The regulations require employers to consider the percentage of minorities and women with the requisite skills in the
geographic area from which the employer usually recruits, and to use the most current and discrete statistical information
available.
must
Setting Placement Goals
Each campus must produce annual statistical reports comparing the percentage of women and minority faculty in each
academic job group with the availability percentage. When the percentage of women or minorities in a particular academic job
group is less than would reasonably be expected, given their availability, the campus must establish a percentage annual
placement goal equal to the availability figure derived for women and minorities, as appropriate for that job group.
must
Identifying Problem Areas
Federal regulations require that each campus perform in depth analyses of its total academic employment process to
determine whether and where impediments to equal employment opportunity exist. At a minimum, campuses must evaluate
their personnel activities, including applicant pools, hires, termination, promotions and other personnel actions to determine
whether there are disparities in the allocation of employment benefits to women and minority employees.
must
Campuses must monitor and evaluate their faculty compensation practices to determine whether there are disparities based
must
on gender, race or ethnicity.
Campuses must monitor and evaluate their recruitment, selection and promotion procedures to determine whether they result
in disparities in the employment or advancement of minorities and women.
must
If any of the above analyses indicate a problem area, the campus must develop and execute action-oriented programs to
correct the problem area. In addition, a campus must demonstrate that it has made good faith efforts to remove identified
must
barriers, expand employment opportunities, and produce measurable results.
Federal regulations require each campus to develop and implement an auditing system that periodically measures the
must
effectiveness of its total AAP.
A good auditing system should include: 1) monitoring all personnel transactions and compensation practices to ensure that
should
the nondiscrimination policy is enforced.
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2) producing regular internal reports regarding the goals and achievements of the AAP.
3)advising top management of the status and effectiveness of the faculty affirmative action program, along with
recommendations to improve any areas of unsatisfactory performance.

should
should

BEST PRACTICES FOR FACULTY RECRUITMENT (page 4 of the O.P. booklet)
1
2 Campuses should require departments to articulate a sufficient academic justification for appointments at the senior level or
in subspecialties where there are fewer women and minorities. The department's consideration of equal opportunity should be
should
documented in the department's request for search authorizations.
3 Campuses should require deans to review the sufficiency of a department's considerations prior to authorizing the search in
order to avoid any unintentional adverse impact on gender or racial equity that may result from senior level hiring in particular
should
fields of specialization.
Composing the Search Committee
1
2
3
4

Developing Position Announcements
1

2
3 Campuses may want to consider developing policies to encourage cluster hiring and/or spousal hiring policies that may
contribute to attracting a more diverse pool of candidates to faculty positions.
4

may

5
Widespread Advertising
1
2
Inclusive Recruitment
1
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2
3 Each campus should develop and maintain a list of targeted publications, by field, where academic positions could be
advertised, in addition to publications used for general distribution.
Proactive Informational Outreach
1

should

2
3
4
BEST PRACTICES FOR FACULTY SELECTION (page 6 of the O.P. booklet)
Analyzing the Pool
1 Federal regulations require each campus to collect data regarding the race and gender of all job applicants, including
applicants for faculty positions.
2
Monitoring the Selection Process
1
2
3
4
BEST PRACTICES FOR FACULTY RETENTION (page 7 of the O.P. booklet)
1 Campuses should be vigilant to identify retention problems that may have a negative impact on faculty diversity and equal
employment opportunity.
2 Campuses should collect gender and race data on personnel transactions such as promotions, transfers and resignations
and to make good faith efforts to address any racial or gender disparities that may be reflected in those data.
3 Campuses may develop procedures for career reviews to ensure that all faculty are appointed at the appropriate rank and
step consistent with their academic accomplishments.
4 Campuses may conduct exit interviews with departing faculty, including minorities and women, to determine why they are
leaving the University.
5
6
Mentoring Junior Faculty

must

should
should
may
may
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1 Campuses may organize formal mentoring programs and conduct workshops for junior faculty to assist with the tenure
process.
2 Campuses and departments may consider permitting junior faculty to participate ex-officio in academic personnel processes
such as file review, ad hoc committees and discussion of personnel cases.
Faculty Development Programs
1 Faculty development programs may promote campus diversity by rewarding faculty who are engaged in research focused on
issues such as race, ethnicity, gender, and multiculturalism, and/or by allocating resources to faculty who have demonstrated
a commitment to issues of social, educational, and economic justice as evidenced by their record of teaching and service.
2 These programs may reward faculty who have exhibited leadership in developing pedagogical techniques designed to
accommodate diverse learning styles and promote welcoming classroom environments for students from culturally diverse
groups, and/or faculty who have made exceptional contributions to campus diversity through their departmental service.
Accommodating Special Needs
1 Campuses should ensure that all deans and 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.
2
Monitoring Pay Equity
1 Campuses should conduct periodic summary level salary reviews to ensure that faculty compensations practices do not
reflect disparities on the basis of race or gender. If problem areas are identified, campuses should investigate individual
cases and ensure that salary levels are based on legitimate, documented academic considerations.
2 Campus may implement career review procedures that allow faculty members to have their academic personnel file reviewed
for placement at the appropriate rank, step and salary.

may
may

may

may

should

should
may

INFORMING THE CAMPUS COMMUNITY (page 9 of the O.P. booklet)
1 Campuses may promote faculty involvement by providing faculty on a regular basis with statistical data regarding the number
of minorities and women on the faculty and among new appointments. It is particularly important that data regarding faculty
demographic profiles and availability figures be provided to faculty, search committees, department chairs, deans, and
should
academic administrators involved in recruitment and retention activities.
2 Campuses may compile and distribute their own data sets with more detailed breakdowns reflecting the status of women and
may
minorities in faculty appointments.
3 All academic administrators, deans, department chairs, and faculty involved in academic personnel matters should receive
information on an annual basis regarding the components of the campus faculty affirmative action program and the
should
placement goals in their field or organizational units.
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4 Information regarding affirmative action requirements and campus specific affirmative action data should be provided to all
department chairs and deans on an annual basis and should be discussed in orientation and training programs for
department chairs and deans.

should

ENFORCING THE NONDISCRIMINATION POLICY (page 10 of O.P. booklet)
1 Each campus should demonstrate its commitment to equal opportunity and diversity by taking active steps to disseminate
should
and enforce the University's policy prohibiting illegal discrimination.
2 Campuses can promote enforcement of the University nondiscrimination policy by having knowledgeable persons available to
facilitate resolution of complaints, by providing ready access to informal and formal channels for bringing grievances, and by
conducting training for all staff and faculty regarding the requirements of the nondiscrimination policy.
should
CREATING A WELCOMING CAMPUS CLIMATE (page 10 of the O.P. booklet)
1 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.
2 Annual statements from the Chancellor regarding the campus' commitment to equal opportunity in education and
employment may be distributed widely to publicize the campus position regarding affirmative action and compliance with
Federal regulations.
3 Campus faculty and academic administrators can encourage and support interested groups that wish to sponsor speakers,
discussions, and other educational events to discuss questions of affirmative action, diversity, and equal opportunity.
4 Campuses may provide public and academic recognition to faculty who make exceptional contributions to diversity through
their research, teaching or service activities.
DEVELOPING CURRICULAR DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may develop organized research units to pursue scholarly exploration of topics such as race, ethnicity, gender,
and multiculturalism.
2 Campuses may commit resources toward developing interdepartmental curriculum initiatives to address issues such as
gender and race within the traditional disciplines. Such initiatives may support cluster hiring and other academic personnel
practices that will contribute to the diversity and intellectual vitality of the campus community.

may

may
may
may

may

may

VALUING FACULTY CONTRIBUTIONS TO DIVERSITY (page 11 of the O.P. booklet)
1
2
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Action Steps for AA Recruitment and Retention of Faculty: Campus-level*
√

Action Steps

Campus School

3 Campuses may create incentives for hiring faculty who are engaged in research that advances the understanding of issues
such as race, ethnicitiy, gender, and multiculturalism as they intersect with traditional academic fields, or research that
examines socio-economically or politically disadvantaged groups in areas such as community development, public health,
may
urban affairs, social justice or educational reform.
4
5
6 Campus values of academic diversity 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 efforts in program administration and academic
may
personnel practices.
7
8 Deans and chairs should be assessed annually with regard to their efforts to follow affirmative action good practices in faculty
should
hiring and academic personnel actions.
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Action Steps for AA Recruitment and Retention of Faculty: School-level*
√

Action Steps

Campus School

FEDERALLY MANDATED AA PROGRAMS (see page 2 of O.P. booklet)
1
2
Quantitative Analyses
1

Setting Placement Goals
1

Identifying Problem Areas
1

2
2
3
4
5

BEST PRACTICES FOR FACULTY RECRUITMENT (page 4 of the O.P. booklet)
1
2
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Dept.

Action Steps for AA Recruitment and Retention of Faculty: School-level*
√

Action Steps

Campus School

3 Campuses should require deans to review the sufficiency of a department's considerations prior to authorizing the search in
order to avoid any unintentional adverse impact on gender or racial equity that may result from senior level hiring in particular
fields of specialization.
Composing the Search Committee
1
2
3
4

Developing Position Announcements
1

2
3
4
5
Widespread Advertising
1
2
Inclusive Recruitment
1
2
3
Proactive Informational Outreach
1

2
3
4
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Dept.

Action Steps for AA Recruitment and Retention of Faculty: School-level*
√

Action Steps

Campus School

BEST PRACTICES FOR FACULTY SELECTION (page 6 of the O.P. booklet)
Analyzing the Pool
1
2
Monitoring the Selection Process
1
2
3 Deans or department chairs should review these documents and may examine committee selections to ensure that they meet
the selection criteria listed in the position announcement.
4 Academic administrators may also review the race and gender of candidates on the short list. If there is insufficient
representation compared to availability, the selection process should be scrutinized to ensure that selection criteria were
properly and consistently applied in the review of candidates, and those criteria were consistent with the documented
academic needs of the department.

should

may

BEST PRACTICES FOR FACULTY RETENTION (page 7 of the O.P. booklet)
1
2
3
4
5 Campuses that conduct exit interviews should make every effort to address problems identified in the interviews and
document the results of those efforts.
6 Campuses may want to interview faculty who have been successful in obtaining tenure, or who have remained with the
University for a long period of time, in order to identify factors that contributed to the successful faculty careers.
Mentoring Junior Faculty
1 Campuses may organize formal mentoring programs and conduct workshops for junior faculty to assist with the tenure
process.
2 Campuses and departments may consider permitting junior faculty to participate ex-officio in academic personnel processes
such as file review, ad hoc committees and discussion of personnel cases.
Faculty Development Programs
1 Faculty development programs may promote campus diversity by rewarding faculty who are engaged in research focused on
issues such as race, ethnicity, gender, and multiculturalism, and/or by allocating resources to faculty who have demonstrated
a commitment to issues of social, educational, and economic justice as evidenced by their record of teaching and service.
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Dept.

Action Steps for AA Recruitment and Retention of Faculty: School-level*
√

Action Steps

Campus School

2 These programs may reward faculty who have exhibited leadership in developing pedagogical techniques designed to
accommodate diverse learning styles and promote welcoming classroom environments for students from culturally diverse
groups, and/or faculty who have made exceptional contributions to campus diversity through their departmental service.
Accommodating Special Needs
1 Campuses should ensure that all deans and 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.
2
Monitoring Pay Equity
1
2 Campus may implement career review procedures that allow faculty members to have their academic personnel file reviewed
for placement at the appropriate rank, step and salary.
INFORMING THE CAMPUS COMMUNITY (page 9 of the O.P. booklet)
1
2
3 All academic administrators, deans, department chairs, and faculty involved in academic personnel matters should receive
information on an annual basis regarding the components of the campus faculty affirmative action program and the
placement goals in their field or organizational units.
4

may

should

may

should

ENFORCING THE NONDISCRIMINATION POLICY (page 10 of O.P. booklet)
1
2

CREATING A WELCOMING CAMPUS CLIMATE (page 10 of the O.P. booklet)
1 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.
2
3 Campus faculty and academic administrators can encourage and support interested groups that wish to sponsor speakers,
discussions, and other educational events to discuss questions of affirmative action, diversity, and equal opportunity.

*Original source document: UC AA Guidelines for Recruitment and Retention of Faculty (January 2002)
http://www.ucop.edu/acadadv/fgsaa/affirmative.html
Attachment 4 - Academic AA action steps_School

4 of 5

may

may

Dept.

Action Steps for AA Recruitment and Retention of Faculty: School-level*
√

Action Steps

Campus School

4 Campuses may provide public and academic recognition to faculty who make exceptional contributions to diversity through
their research, teaching or service activities.
DEVELOPING CURRICULAR DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may develop organized research units to pursue scholarly exploration of topics such as race, ethnicity, gender,
and multiculturalism.
2 Campuses may commit resources toward developing interdepartmental curriculum initiatives to address issues such as
gender and race within the traditional disciplines. Such initiatives may support cluster hiring and other academic personnel
practices that will contribute to the diversity and intellectual vitality of the campus community.
VALUING FACULTY CONTRIBUTIONS TO DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may consider whether faculty members' research, teaching, or service makes an outstanding contribution to the
diversity of the academic community as part of criteria for faculty recruitment, selection and advancement.
2
3 Campuses may create incentives for hiring faculty who are engaged in research that advances the understanding of issues
such as race, ethnicitiy, gender, and multiculturalism as they intersect with traditional academic fields, or research that
examines socio-economically or politically disadvantaged groups in areas such as community development, public health,
urban affairs, social justice or educational reform.
4
5
6 Campus values of academic diversity 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 efforts in program administration and academic
personnel practices.
7 Performance reviews for deans and department chairs should include a review of their efforts to promote academic diversity
and equal opportunity in all academic affairs.
8 Deans and chairs should be assessed annually with regard to their efforts to follow affirmative action good practices in faculty
hiring and academic personnel actions.
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Action Steps for AA Recruitment and Retention of Faculty: Department-level*
√

Action Steps

Campus School

Dept.

FEDERALLY MANDATED AA PROGRAMS (see page 2 of O.P. booklet)
1
2
Quantitative Analyses
1

Setting Placement Goals
1

Identifying Problem Areas
1

2
2
3
4
5

BEST PRACTICES FOR FACULTY RECRUITMENT (page 4 of the O.P. booklet)
1 In developing a request for a position, departments should consider how the proposed level of appointment and field of
specialization may affect the availability of women and minorities in the applicant pool.
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Action Steps for AA Recruitment and Retention of Faculty: Department-level*
√

Action Steps

Campus School

2 Campuses should require departments to articulate a sufficient academic justification for appointments at the senior level or
in subspecialties where there are fewer women and minorities. The department's consideration of equal opportunity should be
documented in the department's request for search authorizations.
3
Composing the Search Committee
1 Composing the search committee: Each department should make an effort to appoint a search committee that represents a
diverse cross section of the faculty and includes members who will monitor the affirmative action efforts of the search
committee.
2 Special effort should be made to ensure that minorities and women have equal opportunity to serve on search committees.
3 Departments that lack diversity should consider appointing faculty outside the department to search committees or develop
other alternatives to broaden the perspective of the committee and increase the reach of the search.
4 Departments should require search committees to create written search plans that describe, at a minimum, the
underutilization and availability of women and minorities in the field, the methods of recruitment and advertising, the position
description, and the criteria to be used in selecting candidates.
Developing Position Announcements
1 Prior to initiating a search, 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 is drafted as broadly as possible to attract the largest available pool of potential applicants.
2 Position announcements may include criteria for all pending appointments, with the understanding that the most exceptional
candidate from this larger pool will be hired first, regardless of field.
3
4 Position descriptions and job announcements may contain additional language reflecting the department's interest in
attracting applicants whose teaching, research or service activities may contribute to the academic diversity of the campus.
5 Job announcements may contain specific language reflecting institutional commitment to consider dual career appointments
and support spousal employment opportunities.
Widespread Advertising
1 Every effort should be made to conduct a thorough search and advertise widely before filling any faculty position. Search
efforts should include all available avenues for publicizing the position, including national publications, personal contacts,
listservs, mailing lists, professional and academic conferences, and Web sites
2 All advertisements for faculty positions should state that the University is an "Equal Opportunity/Affirmative Action Employer"
and "all qualified applicants are encouraged to apply, including minorities and women."
Inclusive Recruitment
1 All University search committees should engage in targeted recruitment activities that are consistent with University policy and
effective for increasing the numbers of women and minority applicants for academic appointments.

*Original source document: UC AA Guidelines for Recruitment and Retention of Faculty (January 2002)
http://www.ucop.edu/acadadv/fgsaa/affirmative.html
Attachment 5 - Academic AA action steps_Dept

2 of 6

Dept.

must

should
should
should

should

should
may

may
may

should
must

should

Action Steps for AA Recruitment and Retention of Faculty: Department-level*
√

Action Steps

Campus School

2 Positions should be advertised with organizations and publications that are targeted to women and minority audiences, in
addition to advertising in publications for general distribution.
3
Proactive Informational Outreach
1 Search committees may engage in other types of proactive informational outreach to increase the numbers of women and
minority candidates for faculty positions. As search committee members write letters or make phone calls to their colleagues
to ask about promising candidates, they also may specifically inquire about promising women and minority candidates.
2 Search committee members may make specific efforts to attend conferences or meetings attended primarily by women and
minorities in the field.
3 Search committee members should ensure that female and minority members of the campus faculty are not excluded from
consultations regarding their knowledge of potential candidates, and should actively encourage all faculty to refer potential
candidates.
4 Search committees may broaden the pool by utilizing the resources of these specialized academic and professional
organizations and also by making efforts to identify individuals who have achieved excellence outside academe.

Dept.
should

may
may

should
may

BEST PRACTICES FOR FACULTY SELECTION (page 6 of the O.P. booklet)
Analyzing the Pool
1
2 Departments should 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 the rate of their
estimated availability in the field, then departments should review whether proper recruitment and outreach procedures were
followed and consider reopening the search with expanded targeted recruitment efforts.
Monitoring the Selection Process
1 Departments should establish procedures for selection that require applications to be read by more than one person, to
minimize the possibility qualified candidates may be overlooked.
2 Search committees should prepare written deselection documents that describe the reasons) for rejecting candidates.
3 Deans or department chairs should review these documents and may examine committee selections to ensure that they meet
the selection criteria listed in the position announcement.
4 Academic administrators may also review the race and gender of candidates on the short list. If there is insufficient
representation compared to availability, the selection process should be scrutinized to ensure that selection criteria were
properly and consistently applied in the review of candidates, and those criteria were consistent with the documented
academic needs of the department.
BEST PRACTICES FOR FACULTY RETENTION (page 7 of the O.P. booklet)
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√
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Campus School

Dept.

1
2
3
4 Campuses may conduct exit interviews with departing faculty, including minorities and women, to determine why they are
leaving the University.
5 Campuses that conduct exit interviews should make every effort to address problems identified in the interviews and
document the results of those efforts.
6 Campuses may want to interview faculty who have been successful in obtaining tenure, or who have remained with the
University for a long period of time, in order to identify factors that contributed to the successful faculty careers.
Mentoring Junior Faculty
1 Campuses may organize formal mentoring programs and conduct workshops for junior faculty to assist with the tenure
process.
2 Campuses and departments may consider permitting junior faculty to participate ex-officio in academic personnel processes
such as file review, ad hoc committees and discussion of personnel cases.
Faculty Development Programs
1 Faculty development programs may promote campus diversity by rewarding faculty who are engaged in research focused on
issues such as race, ethnicity, gender, and multiculturalism, and/or by allocating resources to faculty who have demonstrated
a commitment to issues of social, educational, and economic justice as evidenced by their record of teaching and service.
2 These programs may reward faculty who have exhibited leadership in developing pedagogical techniques designed to
accommodate diverse learning styles and promote welcoming classroom environments for students from culturally diverse
groups, and/or faculty who have made exceptional contributions to campus diversity through their departmental service.
Accommodating Special Needs
1 Campuses should ensure that all deans and 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.
2 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 leaves, modified work schedules or
other accommodations as needed. Departments also should consider parental and medical needs of faculty in scheduling
department meetings and assignments.
Monitoring Pay Equity
1
2 Campus may implement career review procedures that allow faculty members to have their academic personnel file reviewed
for placement at the appropriate rank, step and salary.
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Action Steps for AA Recruitment and Retention of Faculty: Department-level*
√

Action Steps

Campus School

Dept.

INFORMING THE CAMPUS COMMUNITY (page 9 of the O.P. booklet)
1
2
3 All academic administrators, deans, department chairs, and faculty involved in academic personnel matters should receive
information on an annual basis regarding the components of the campus faculty affirmative action program and the
placement goals in their field or organizational units.
4

should

ENFORCING THE NONDISCRIMINATION POLICY (page 10 of O.P. booklet)
1
2

CREATING A WELCOMING CAMPUS CLIMATE (page 10 of the O.P. booklet)
1 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.
2
3 Campus faculty and academic administrators can encourage and support interested groups that wish to sponsor speakers,
discussions, and other educational events to discuss questions of affirmative action, diversity, and equal opportunity.
4 Campuses may provide public and academic recognition to faculty who make exceptional contributions to diversity through
their research, teaching or service activities.
DEVELOPING CURRICULAR DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may develop organized research units to pursue scholarly exploration of topics such as race, ethnicity, gender,
and multiculturalism.
2 Campuses may commit resources toward developing interdepartmental curriculum initiatives to address issues such as
gender and race within the traditional disciplines. Such initiatives may support cluster hiring and other academic personnel
practices that will contribute to the diversity and intellectual vitality of the campus community.
VALUING FACULTY CONTRIBUTIONS TO DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may consider whether faculty members' research, teaching, or service makes an outstanding contribution to the
diversity of the academic community as part of criteria for faculty recruitment, selection and advancement.
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Action Steps for AA Recruitment and Retention of Faculty: Department-level*
√

Action Steps

Campus School

Dept.

2 In considering candidates for appointment, departments and search committees may consider whether a candidate's
research will serve curricular needs for addressing present-day societal issues related to gender, race, ethnicity and culture.
may
3 Campuses may create incentives for hiring faculty who are engaged in research that advances the understanding of issues
such as race, ethnicitiy, gender, and multiculturalism as they intersect with traditional academic fields, or research that
examines socio-economically or politically disadvantaged groups in areas such as community development, public health,
urban affairs, social justice or educational reform.
4 Departments and search committees also may consider a candidate's demonstrated commitment to issues of social,
educational and economic disavantage as evidenced by the record of teaching and service.
5 A department may consider such criteria in its evaluation of current faculty for promotion and advancement, and may provide
release time or faculty development funds for faculty who are active in research, teaching or service that promotes equal
access for underrepresented students or increases our understanding of the dynamics of race and gender in our society.

may
may

may
6 Campus values of academic diversity 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 efforts in program administration and academic
personnel practices.
7 Performance reviews for deans and department chairs should include a review of their efforts to promote academic diversity
and equal opportunity in all academic affairs.
8
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Action Steps for AA Recruitment and Retention of Faculty: Faculty Member-level*
Action Steps

√

Teaching

Research &
Creative
Public
Actvity
Service

University
Service

FEDERALLY MANDATED AA PROGRAMS (see page 2 of O.P. booklet)
1
2
Quantitative Analyses
1

Setting Placement Goals
1

Identifying Problem Areas
1

2
2
3
4
5

BEST PRACTICES FOR FACULTY RECRUITMENT (page 4 of the O.P. booklet) *For this section, faculty members
will be evaluated Re APM 210 AA/EO/D issues for the extent of their participation on Search Committee concerning
AA/EO/D issues described below*
1
2
3
Composing the Search Committee
1 Composing the search committee: Each department should make an effort to appoint a search committee that represents a
diverse cross section of the faculty and includes members who will monitor the affirmative action efforts of the search
committee.
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Action Steps for AA Recruitment and Retention of Faculty: Faculty Member-level*
Action Steps
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Teaching

Research &
Creative
Public
Actvity
Service

2 Special effort should be made to ensure that minorities and women have equal opportunity to serve on search committees.
3 Departments that lack diversity should consider appointing faculty outside the department to search committees or develop
other alternatives to broaden the perspective of the committee and increase the reach of the search.
4 Departments should require search committees to create written search plans that describe, at a minimum, the
underutilization and availability of women and minorities in the field, the methods of recruitment and advertising, the position
description, and the criteria to be used in selecting candidates.
Developing Position Announcements
1 Prior to initiating a search, 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 is drafted as broadly as possible to attract the largest available pool of potential applicants.
2 Position announcements may include criteria for all pending appointments, with the understanding that the most exceptional
candidate from this larger pool will be hired first, regardless of field.
3 Campuses may want to consider developing policies to encourage cluster hiring and/or spousal hiring policies that may
contribute to attracting a more diverse pool of candidates to faculty positions.
4 Position descriptions and job announcements may contain additional language reflecting the department's interest in
attracting applicants whose teaching, research or service activities may contribute to the academic diversity of the campus.

University
Service
X
X

X

X
X
X
X

5
Widespread Advertising
1 Every effort should be made to conduct a thorough search and advertise widely before filling any faculty position. Search
efforts should include all available avenues for publicizing the position, including national publications, personal contacts,
listservs, mailing lists, professional and academic conferences, and Web sites
2
Inclusive Recruitment
1 All University search committees should engage in targeted recruitment activities that are consistent with University policy
and effective for increasing the numbers of women and minority applicants for academic appointments.
2 Positions should be advertised with organizations and publications that are targeted to women and minority audiences, in
addition to advertising in publications for general distribution.
3
Proactive Informational Outreach
1 Search committees may engage in other types of proactive informational outreach to increase the numbers of women and
minority candidates for faculty positions. As search committee members write letters or make phone calls to their colleagues
to ask about promising candidates, they also may specifically inquire about promising women and minority candidates.
2 Search committee members may make specific efforts to attend conferences or meetings attended primarily by women and
minorities in the field.
3 Search committee members should ensure that female and minority members of the campus faculty are not excluded from
consultations regarding their knowledge of potential candidates, and should actively encourage all faculty to refer potential
candidates.
4
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Action Steps for AA Recruitment and Retention of Faculty: Faculty Member-level*
Action Steps

√

Teaching

Research &
Creative
Public
Actvity
Service

University
Service

BEST PRACTICES FOR FACULTY SELECTION (page 6 of the O.P. booklet)
Analyzing the Pool
1
2
Monitoring the Selection Process
1
2
3
4
BEST PRACTICES FOR FACULTY RETENTION (page 7 of the O.P. booklet)
1
2
3
4
5
6
Mentoring Junior Faculty
1 Campuses may organize formal mentoring programs and conduct workshops for junior faculty to assist with the tenure
X
process.
2 Campuses and departments may consider permitting junior faculty to participate ex-officio in academic personnel processes
such as file review, ad hoc committees and discussion of personnel cases.
Faculty Development Programs
1 Faculty development programs may promote campus diversity by rewarding faculty who are engaged in research focused on
issues such as race, ethnicity, gender, and multiculturalism, and/or by allocating resources to faculty who have
demonstrated a commitment to issues of social, educational, and economic justice as evidenced by their record of teaching
2 These programs may reward faculty who have exhibited leadership in developing pedagogical techniques designed to
accommodate diverse learning styles and promote welcoming classroom environments for students from culturally diverse
X
groups, and/or faculty who have made exceptional contributions to campus diversity through their departmental service.
Accommodating Special Needs
1
2
Monitoring Pay Equity
1
2

X
X

X

INFORMING THE CAMPUS COMMUNITY (page 9 of the O.P. booklet)
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Action Steps for AA Recruitment and Retention of Faculty: Faculty Member-level*
Action Steps

√

Teaching

Research &
Creative
Public
Actvity
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University
Service

1
2
3
4
ENFORCING THE NONDISCRIMINATION POLICY (page 10 of O.P. booklet)
1
2

CREATING A WELCOMING CAMPUS CLIMATE (page 10 of the O.P. booklet)
1 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.
2
3 Campus faculty and academic administrators can encourage and support interested groups that wish to sponsor speakers,
discussions, and other educational events to discuss questions of affirmative action, diversity, and equal opportunity.
4 Campuses may provide public and academic recognition to faculty who make exceptional contributions to diversity through
their research, teaching or service activities.
DEVELOPING CURRICULAR DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may develop organized research units to pursue scholarly exploration of topics such as race, ethnicity, gender,
and multiculturalism.
2 Campuses may commit resources toward developing interdepartmental curriculum initiatives to address issues such as
gender and race within the traditional disciplines. Such initiatives may support cluster hiring and other academic personnel
practices that will contribute to the diversity and intellectual vitality of the campus community.

X

X
X

X

X

VALUING FACULTY CONTRIBUTIONS TO DIVERSITY (page 11 of the O.P. booklet)
1 Campuses may consider whether faculty members' research, teaching, or service makes an outstanding contribution to the
X
diversity of the academic community as part of criteria for faculty recruitment, selection and advancement.
2 In considering candidates for appointment, departments and search committees may consider whether a candidate's
research will serve curricular needs for addressing present-day societal issues related to gender, race, ethnicity and culture.

X

X
3 Campuses may create incentives for hiring faculty who are engaged in research that advances the understanding of issues
such as race, ethnicitiy, gender, and multiculturalism as they intersect with traditional academic fields, or research that
examines socio-economically or politically disadvantaged groups in areas such as community development, public health,
urban affairs, social justice or educational reform.

X
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Action Steps for AA Recruitment and Retention of Faculty: Faculty Member-level*
√

Action Steps

Teaching

4 Departments and search committees also may consider a candidate's demonstrated commitment to issues of social,
educational and economic disavantage as evidenced by the record of teaching and service.
5
6
7
8

Research &
Creative
Public
Actvity
Service

X
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COMMUNICATION FROM THE COMMITTEE ON EQUAL
OPPORTUNITY
Francis Lu, MD, Chair

TO:

Deborah Greenspan, DSc, BDS
Chair, UCSF Academic Senate

RE:

Faculty Appointment and Promotion Criteria Change: Proposal for the Implementation of
the July 2005 Changes in APM Sections 210, 240, 245 Relevant to Diversity and Equal
Opportunity—Part I (Conceptual Issues)

CC:

CC: Daniel Weiss, PhD, Chair, UCAAD; Renee Navarro, MD, UCSF representative to the
System-wide Task Force on Faculty Diversity; Eugene Washington, MD, Chair of the
Chancellor’s Faculty Diversity Initiative; Sally Marshall, PhD, Vice-Chancellor for
Academic Affairs; Nola Hylton, MD, Chair of the Chancellor’s Advisory Committee on
Diversity; Karen Newhouse, Office of Affirmative Action, Equal Opportunity and Diversity;
Harvey Brody, Director UCSF Faculty Search Ambassador Program, Garrett Chan, APRN,
BC, PhD, CEN, Chair of the Faculty Subcommittee of Chancellor’s Advisory Committee on
Diversity

DATE:

February 6, 2006

Dear Dr. Greenspan,
At the February 6, 2006 Committee on Equal Opportunity Meeting, I gave an update on the progress in
reviewing the Proposal for Implementation of the July 2005 APM Changes as follows:
1) I met on Jan 18 with the UCSF CAP to discuss the APM changes implementation proposal (part
1) attached. The UCSF CAP generally liked it, and thought it could be discussed with the entire
Academic Senate at UCSF.
2) I met on Jan 27 with the Faculty Subcommittee of the Chancellor’s Advisory Committee on
Diversity (also attended by Nola Hylton, Chair of the entire Advisory Committee). They liked
the proposal and suggested that it be discussed at the Feb 21 meeting of the entire Advisory
Committee.
3) As the UCSF representative to the UCAAD, I am placing it on the agenda for the Feb 13
meeting.

A few additional points might help clarify the proposal:
1) The APM changes explicitly refer to activities that all faculty can do to increase diversity and equal
opportunity at UC. These activities can now officially count toward appointment and promotion.
The changes are not limited to faculty of particular racial/ethnic groups or gender. The use of these
additional criteria for appointment and promotion do not reduce or diminish in any way the
importance of the other criteria in the APM. Furthermore, these new criteria have passed UC
counsel review and are consistent with Proposition 209.
2) The proposal’s intention is “to connect the dots,” not “re-invent the wheel.” This proposal is an
important one that would provide an essential conceptual strategy to operationalize the APM
changes. The two dots that the proposal connects are the APM changes and the UCOP Affirmative
Action Guidelines for Faculty Recruitment and Retention. The APM changes explicitly outline
broadly the actions that should occur at the faculty, dean and department chair level to increase
diversity and equal opportunity. The UCOP Affirmative Action Guidelines provide a much more
specific listing of actions that could fulfill those changes in the APM. The value of “connecting the
dots” is to reduce redundancy of effort to implement and operationalize the new APM appointment
and promotion criteria. Once this first step has been agreed upon and disseminated, EQOP will work
on a part 2 focused on logistical issues of monitoring and further implementation.
EQOP plans to proceed in these directions with your review and approval:
1) Academic Senate review – request to be added to the April 11, 2006 agenda of the Coordinating
Committee;
2) UC counsel review;
3) Drafts to be disseminated for discussion with other bodies focused on faculty diversity;
4) Dissemination to the Academic Senate, faculty and administration.
If you have any additional questions or need more information, please do not hesitate to contact me at
(415) 206-8984 or francis.lu@sfdph.org.
Respectfully Submitted,

Francis Lu, Chair, Committee on Equal Opportunity
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COMMUNICATION FROM EQUAL OPPORTUNITY COMMITTEE
Francis Lu, MD, Chair
MEMORANDUM
TO:

Tamara Maimon
Director

FROM:

Francis Lu, MD
Chair, Equal Opportunity Committee

SUBJECT:

Revisions to September 16, 2005 Proposed Definition of Duties and Procedures for Equal
Opportunity Committee (EQOP) Faculty Handbook Oversight Subcommittee

DATE:

October 11, 2005

At the October 3, 2005 meeting of EQOP, several suggestions to modify the procedures that you generated
for the Senate Office and EQOP to use to coordinate changes to the web-based version of the Faculty
Handbook for Success – Advancement and Promotion at UCSF (Handbook) were generated. I have since
modified the original procedures that you sent me and circulated them to the committee for review. The
modified procedures are included below. Please review them and provide me with any feedback that you
may have. Once I receive your feedback I will forward these procedures to the Faculty Handbook Oversight
Committee and encourage them to set a meeting date to review the changes which have been submitted to
the Committee thus far. Thank you.
1. EQOP Committee has appointed a Faculty Handbook Oversight Subcommittee consisting of three
members who will review and assess the Handbook and all communications related to suggested
necessary changes to maintain the Handbook’s accuracy. The Subcommittee will have the authority
to take action (as defined below) or make recommendations to EQOP related to recommended
changes.
2. All communications received by the Senate Office related to changes to the Handbook will be
forwarded to the EQOP Chair and to Subcommittee members through the Senate Analyst who
provides staff support to EQOP.

3. The Subcommittee will undertake a thorough assessment of the Handbook in December of each year
by carefully reviewing the Handbook and by soliciting input from: 1) EQOP Committee members,
2) the Chair of the Academic Senate, 3) the Chair of Committee on Academic Personnel (CAP), 4)

the Office of the Executive Vice Chancellor, 5) Associate Vice Chancellor for Academic Affairs, 6)
UCSF Director of Academic Personnel, 7) Academic Affairs Deans from each School, and 8) any
other sources deemed appropriate in order to evaluate the content of the Handbook for continued
accuracy and usefulness.
4. The Subcommittee can act autonomously to make or to approve changes to the Handbook
when the changes are the result of mandated UC or UCSF policy changes (e.g., APM change in
name of full time paid Clinical Faculty to Health Science Clinical Faculty); to correct obvious errors
of fact which can be verified and for which adequate proof has been provided; to correct
typographical, spelling or grammatical errors; or to update URL links or other changes which serve
to keep the document current. Any issues of concern should be referred to the full EQOP Committee
for review.
5. All other changes will require approval from a quorum of the full EQOP committee – this approval
can be obtained by email, as appropriate. University Counsel will review these changes.
6. The Senate Analyst assigned to support EQOP will assist the Committee and Subcommittee as
needed and will coordinate with the Senate Office Director to identify resources needed to address
proposed changes and to finalize changes to the Handbook. The Senate Analyst will report to EQOP
on the status of all changes/updates in a timely fashion either by email or at Committee meetings.
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Tamara Maimon, Director
500 Parnassus, MUE 230
San Francisco, California 94143-0764
(415)476-3808 Fax (415) 514-3844

Deborah Greenspan, DSc,BDS, Chair
David Gardner, MD, MS Vice Chair
Mary J. Malloy, MD, Secretary
Jean Olson, MD, Parliamentarian

September 26, 2005
Joseph Wiemels, PhD, Chair
Committee on Rules and Jurisdiction
Box 0560
Dear Dr. Wiemels:
The Committee on Equal Opportunity recently voted to adopt a change to provisions in the Bylaws and
Regulations of the San Francisco Division of the Academic Senate relating to Duties of the Committee on
Equal Opportunity. The Faculty Council hereby requests that the Committee on Rules and Jurisdiction
(Committee) review the proposed amendment to ensure that it is consistent with the requirements of the
Bylaws, Regulations, and Appendices of the University of California, San Francisco Division of the
Academic Senate.
Enclosed for review by the committee, please find the Bylaws of the Committee on Equal Opportunity with
a track change indicating the proposed amendments and a separate document stating the justification for the
amendment. Once the Faculty Council receives the Committee’s feedback, the proposed amendments will
be submitted to the faculty for a Division vote.
Thank you for bringing this matter forward in the Committee. We look forward to receiving your feedback.
Sincerely,
Committee on Equal Opportunity
Francis Lu, MD, Chair
Anita Stewart, PhD, Vice Chair
Peter Bacchetti, PhD
Paula Braveman, MD, MPH
Jyu-Lin Chen, RN, PhD
Betty Dong, PharmD
John Fike, PhD
Monica Gandhi, MD
Francina Lozada-Nur, DDS, MS, MPH
Errol Lobo, MD, PhD
Lydia Santiago, PhD
Michael Winter, PharmD

UCSF Divisional Bylaw Chapter VI Section III 122

COMMITTEE ON EQUAL OPPORTUNITY
A. Membership: This Committee shall consist of at least ten members.
1. The membership shall include at least one representative from each of the Schools and the Graduate
Division. [Am 5 June 91, 1 Sep 03]
2. A member of the Committee on Privilege and Tenure and a member of the Committee on Academic
Freedom shall serve as ex officio members. [Am 1 Sep 03]
3. The Director of the Office of Affirmative Action/Equal Opportunity/Diversity or his/her designee shall
serve as a non-voting ex officio member. [Am 1 Sep 03]
4. The membership shall include at least one appointee from the Clinical and one from the Adjunct series.
[Am 1 Sep 03]
5. All members shall be voting members except when proscribed by Academic Senate bylaws and
regulations. [Am 1 Sep 03]
6. A quorum shall consist of five voting members. [Am 1 Sep 03]
B. Duties:
1. To review the status of underrepresented groups in those areas in which the Senate has jurisdiction. [Am 1
Sep 03]
2. To report annually on the policies and the progress of the Division toward achieving equal opportunity for
underrepresented groups. [En 12 May 77] [Am 1 Sep 03]
3. To serve as the review Committee for the Faculty Development (formerly Pre-Tenure) Awards,
originating out of the Chancellor’s office. [Am 1 Sep 03]
4. To review regularly and revise as necessary the Faculty Handbook for Advancement and Promotion at
UCSF. The Committee should consult with other Divisional committees, campus committees, and
administrative bodies regarding this handbook as appropriate. [Am 1 Sep 03]
5. To provide faculty oversight to the Faculty Search Committee Ambassador Program by evaluating the
effectiveness of the program and providing guidance on how program efforts can be maintained and
improved as needed.
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