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Recruitment


Immediate

-Write position announcements so as to attract minority and female candidates


· Be inclusive in description of jobs titles and areas of acceptable research, where feasible (e.g. Critical Race Studies/Modernism vs. Modernism, describe department focus, specialties, centers, etc.)

· Welcome applications from minority and female candidates
 (e.g. special letter of acknowledgement, follow-up phone call)



-Step up outreach efforts:

· Make use of the Minorities and Women Doctoral Candidates (MWCD) Directory to identify attractive new PhD candidates

· Send letters to key people in the fields in which we are conducting 

searches

· Write letters to minority and female candidates about open positions

-Use conferences to make contact with minority candidates

-Seek help to close the offer

· Ask James Anderson and other U/A minority faculty and staff to contact candidates to whom offers have been made


-Educate hiring units

· Invite James Anderson to talk with the Chairs

· Invite James Anderson  to talk with the ODAA Reps

· Request departmental discussion of diversity hiring ideas

-Be sensitive to spousal/partner situations

-Post positions on websites of national minority organizations

- Enhance candidate campus visits

· Distribute candidate presentation flyers across the College; encourage colleagues in related departments to attend candidate presentations

· Arrange for candidates to meet undergraduate as well as graduate students

· Introduce candidates to minority faculty and staff currently at U/A

· Disseminate information that conveys our commitment to diversity in addition to other materials provided to interviewees


Long-term



-Track most effective ways of doing outreach

-Convene the Diversity Committee in the spring to evaluate the year’s efforts/success in recruiting minority faculty

-Explore fellowship and lectureship opportunities for ABD’s in their final year of PhD work that may lead to tenure track hires

-Create Centers of Excellence and Centers for Research that attract and retain minority scholars (e.g. Center for Critical Race Studies)

-Increase communication among departments with common interests to present more attractive picture to applicants

-Collaborate with other Schools and Colleges in recruitments efforts (e.g. to identify qualified minorities and women, to assist with spousal/partner arrangements, to communicate the searches we are doing, etc.)

-Recruit high profile faculty in general

-Use short-term/visiting positions to attract outstanding scholars, particularly minority scholars to help build programs in areas relevant to minorities

-Build relationships with Historically Black Colleges and Universities (HBCU’s)

-Increase diversity of student body

- Develop outreach program to middle- and high-school with significant minority populations

--Encourage faculty to network with colleagues in other institutions, (e.g. through contact at conferences and symposia) to learn of graduate students in the pipeline

-Explore use of professional firms to assist with enhancing our image 

-Explore on-line application/electronic submission possibilities, especially to facilitate the application process for new PhDs

Retention


Immediate

-Improve mentoring programs

· Educate new faculty about campus and departmental policies and customs 

· Consider having a mentor in the minority group, possibly outside of department, as well as mentor in the discipline

· Encourage faculty members to seek mentors within the larger discipline outside the University who are also members within their minority group through networking at conferences, contacting members of professional associations, etc.

· Instruct Chair to meet yearly with all new untenured faculty to provide feedback on performance as CAS policy

· Review effectiveness of assigned mentor and change mentors if necessary



-Improve communication with junior faculty 

· Create non-threatening opportunities for junior faculty to voice concerns and provide feedback 

· Implement Lunch with the Dean program

-Conduct exit interviews to explore why faculty leave and follow up with Chairs


Long-term

-Create a CAS standing committee on Diversity

-Be mindful of market value of minority candidates and address salary concerns accordingly 

-Have regular meetings with the Dean and CAS minority faculty as a group

-Celebrate/communicate milestones such as awards, publications, promotions, appointments to boards, organizations, etc.

-Provide release time for faculty to redesign course content when appropriate to build an inclusive and diversified curriculum 

-Build a diversity component into the grant writing process

-Provide more research staff to assist faculty in grant writing

-Explore systematic & transparent maternity leave policies and tenure-related policies that are family friendly for both women and men

-Explore funding alternatives to support departmental activities geared toward minority faculty events

-Explore the possibility of a faculty dining room/restaurant that can be available after hours and can be used prior to events such as lecturers and readings held in the evening
3 of 3

