ARIZONA STATE UNIVERSITY

KAET-Phoenix Delivers...Diversity
Through ASU’s Imperatives of Excellence, Access, and Impact

As a unit (non-academic) of Arizona State University, personnel processes are governed by
Arizona State University Policies and Procedures and approved by the Arizona Board of Regents
- http://diversity.asu.edu/home.

As an equal opportunity employer, KAET-Phoenix (known locally as Eight-Arizona PBS) and
Arizona State University are committed to the recruitment, retention and development of
diverse classified and administrative staff, and service professionals. ASU is building an
inclusive workforce by actively pursuing qualified employees from a wide range of ages,
ethnicities, races, experiences, interests and cultures.

Our workforce displays passion, innovation, skill and intellectual curiosity and takes pride in its
connection to the local community by proving Excellence through quality programming,
Access through media reaching 85% of Arizona citizens and Impact by providing the people of
Arizona with learning opportunities, information, related resources and community outreach
efforts.

Implemented Diversity Initiatives
Outreach

A. Job opportunities are announced and posted with organizations and job banks of broad-
based membership, including women and minorities; such as, Chicanos Por La Causa,
Arizona Business and Professional Women, Greater Phoenix Urban League, Family
Service Agency Employment & Educational Support Service and NAACP of Arizona. See
Appendix “A”.

B. Job opportunities are posted on the Arizona State University Employment Website
(http://cfo.asu.edu/hr-applicant). The Employment link is easily accessible from the

KAET Website www.azpbs.org/employment.php .

C. KAET offers to email notifications to individuals interested in job announcements when
opportunities become available when subscribing to a distribution list at
azpbsjobs@asu.edu.
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D. KAET staff participates in ASU-sponsored student job fairs at the Downtown Phoenix
campus. The job fairs provide a venue of opportunity to meet with students to present
part-time employment opportunities and discuss career options. Staff may also
participate in outside sponsored career fairs within Maricopa County.

Work-Study and Internship Opportunities

E. KAET provides both part-time paid positions and internship opportunities to all ASU
students with an interest in Broadcast Communications. Production positions include
production crew for pledge drives, studio productions, and other local productions with
responsibilities ranging from editing, to videography and directing. Other student duties
include positions in on-air promotion, operations, reception and graphic design.

Performance Management and Employee Involvement

F. Performance is evaluated against the university core expectations and supervisors are
accountable for understanding and implementing the evaluation program. Managing
employee performance includes regular feedback and a formal annual evaluation. This
collaborative process facilitates the opportunity for the supervisor and the employee to
communicate expectations, goals, accomplishments, a development plan (self-
evaluation) and/or a performance improvement plan, if necessary.

Monitoring and Oversight

G. To ensure lack of discrimination, the General Manager and its Community Advisory
Board -Executive Committee engage in the annual review of KAET’s workforce diversity
plan to encourage best practices, make new recommendations and ensure compliance
with federal law.

7
General Manager, Kelly McCuHW\ d L / / 2
Reviewed and Approved by: — // - Date: Cf el /
Community Advisory Board "2/[—5 J],_ ) )
v F/) / Date: 4 27 } =

Reviewed and Approved by:
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Workforce Analysis
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Arizona State University
Equal Opportunity/Affirmative Action policy

It is the policy of Arizona State University (ASU) to provide equal opportunity through
affirmative action in employment and educational programs and activities. Discrimination is
prohibited on the basis of race, color, religion, national origin, citizenship, sex, gender identity,
sexual orientation, age, disability, and disabled veteran, other protected veterans, recently
separated veteran, Armed Forces Service Medal veteran or Vietnam-era veteran status. Equal
employment opportunity includes, but is not limited to, recruitment, hiring, promotion,
termination, compensation, benefits, transfers, university-sponsored training, education,
tuition assistance, and social and recreational programs.

ASU is committed to taking affirmative action in increasing opportunities at all levels of
employment and to increasing participation in programs and activities by all faculty, staff and
students. Affirmative action is directed toward minorities, women, special disabled veterans,
other protected veterans, recently separated veterans, Armed Forces Service Medal veterans,
Vietnam-era veterans and persons with disabilities.

The Affirmative Action Plan (AAP) provides policies, procedures, and responsibilities for
implementing, monitoring, reporting and communicating compliance with the university's
equal employment opportunity/affirmative action policy. Responsibility for AAP development,
reporting, and monitoring of employment activity has been delegated to the Office of Equity
and Inclusion. The Office of Equity and Inclusion is located in the University Services Building
and is open 8am-5pm, Monday-Friday.

Responsibility for implementation of and communication about EEO/AA policies has been
delegated to provosts, vice presidents and the Executive Director of the Office of Equity and
Inclusion. Further information on responsibilities related to EEQ/AA is provided in the
Affirmative Action Plan. The specific internal and external communication efforts are also
provided in the AAP and demonstrate the university's commitment to achieving the goals of
affirmative action.

The commitment to equal opportunity through affirmative action is central to ASU's mission.
It is the responsibility of each hiring official to communicate the goals of the Affirmative
Action Plan and assure employment actions are in compliance with the university's policies
providing equal opportunity.
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ASU Recruitment & Selection Procedures

Recruitment Policy

ASU is committed to a recruitment process that results in the hiring of the most qualified
applicants. All individuals with authority to hire or terminate employees within a department
(hiring officials) will be accountable for the recruitment, retention, and development of
diverse classified, service professional, and administrative staff.

ASU promotes equal opportunity through affirmative action in employment and educational
programs and activities. Discrimination is prohibited on the basis of race, color, religion,
national origin, citizenship, sex, sexual orientation, gender identity, age, disability, and
qualified veteran status. Equal employment opportunity includes but is not limited to
recruitment, hiring, promotion, termination, compensation, benefits, transfers, university-
sponsored training, education, tuition assistance, and social and recreational programs.

Equal opportunity results when all applicants are treated consistently at every stage of
recruitment. The following policy provides a direction to the hiring authority to ensure that
fairness is paramount in the recruitment process.

Resources

The Recruitment & Selection Department and the Office of Equity and Inclusion in the Office
of Human Resources (OHR) are available to provide advice and consultation to the hiring
department.

Additionally, a Recruitment & Selection Handbook and a Recruitment & Selection Blueprint
are available and should be referred to during the recruitment process).

Hiring Officials/Search Committees

The hiring official has primary responsibility for developing position descriptions, screening
and evaluating application materials, recommending candidates for interview, conducting
reference checks, interviewing candidates, and making recommendations for hire.

The hiring official may form a search committee to assist with the recruitment for particular
positions.

A search committee is required for administrator or administrative position recruitments. A
search committee should be used for classified and service professional recruitments.
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Essential Job Functions

The essential functions of a position must be determined before a position is opened for
recruitment and must be included on the job posting in the Talent Acquisition Management
(TAM) system prior to the position being advertised on the OHR Web site.

See the Recruitment & Selection Handbook (Appendix C) for more information on developing
essential functions.

Job Announcements

All job announcements must be submitted to Recruitment & Selection (OHR) for review, edit,
approval, and posting to the OHR Web site using the Talent Acquisition Management (TAM)
system.

OHR recommends that job announcements advertise salary announcements as “salary
depends on qualifications and experience.” The hiring unit may advertise a salary range,
provided the range is within the approved range for the position. If a unit advertises a salary
range, HR will not approve any hire with a salary that falls outside the posted range. The
minimum job posting period on the ASU Web site is five (5) business days from the initial
posting.

Advertising Requirements

All advertisements should be reviewed and approved by Recruitment & Selection (OHR). The
Recruitment & Selection Department may also assist hiring units in developing and placing
advertisements in both print and electronic forums.

Advertisements for positions in newspapers and other publications, as well as notices sent to
agencies, other universities, and organizations must include an EO/AA statement such as “ASU
is an EO/AA employer.”

Evaluating Applications

The hiring official (or search committee) must screen applications using “Evaluate Applicant”
in TAM PeopleSoft. In addition, each applicant should have his or her status disposition
changed in TAM PeopleSoft to reflect the reason for inclusion or exclusion in the recruitment.
This is a critical step in the recruitment process and care should be taken to ensure that all
applicants be treated consistently.
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Reference Checking

External Applicants

Applicants being considered as finalists should have their references checked after the
applications have been evaluated and have met the minimum qualifications. The same basic
set of questions must be asked of each reference, and written documentation of each
reference check must be maintained in the position file. It is suggested that the applicant be
asked to provide the names of former supervisors as references.

Former ASU Employees

The hiring official is responsible for making a demonstrated effort to obtain job-related
reference information for former ASU employees who are finalists for a position. Such efforts
should include a review of the official Human Resources personnel file and, whenever
possible, a detailed discussion of the finalist’s performance with his or her immediate past
supervisor (or department representative who had direct knowledge of the employee). This
discussion should include a review of recent performance appraisals and, if applicable, recent
disciplinary notices.

It is expected that the finalist’s immediate past supervisor, or department representative, will
provide the hiring official all information concerning education, training, experience,
qualifications, or job performance for the purpose of evaluating the staff member for
employment.

This section of the policy may be waived under special circumstances but only with the
approval of the associate vice president of the Office of Human Resources or OHR designee.

Internal Applicants

The hiring official must inform current ASU employees who are applying for a position that
they will notify the employee’s current unit if they become a finalist for that position.

The hiring official is responsible for making a demonstrated effort to obtain job-related
reference information for current ASU employees who are finalists for a position. Such efforts
should include a review of the official Human Resources personnel file and a detailed
discussion of the finalist’s performance with his or her current supervisor (or department
representative who has direct knowledge of the employee). This discussion should include a
review of recent performance appraisals and, if applicable, recent disciplinary notices.

It is expected that the finalist’s current supervisor will provide the hiring official all
information concerning education, training, experience, qualifications, or job performance for
the purpose of evaluating the staff member for employment. The above section of the policy
may be waived under special circumstances but only with the approval of the associate vice
president of the Office of Human Resources or OHR designee.
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Interviewing

An applicant must meet all minimum qualifications to be eligible for an interview. Screening
criteria must be based on the minimum and desired qualifications as described in the job
posting and related advertisements. Interviews may not be conducted before the application
deadline.

All questions asked of persons being interviewed must be job-related. Persons being
interviewed for a specific job opening must be asked the same basic set of interview
questions.

Tests

A “test” may not be used as part of the screening process unless it has been validated and
approved in advance by the Office of Equity and Inclusion, OHR. A test is any performance
measure used as the sole basis for an employment decision or which by itself could preclude
the hire of an individual.

Offering Employment

Recruitment & Selection (OHR) must approve all offers of employment.

Interviewees not selected for hire may be notified only after approval from Recruitment &
Selection of the candidate(s) recommended for hire.

“Named-in-grant” positions do not require the approval of Recruitment & Selection.
Background Checks

No offer of employment should be made until a satisfactory result from the background check
of the finalist has been received by Recruitment & Selection (OHR) (see ACD 126, “Reference
Check and Background Verification”). If a hiring official believes it is necessary to extend an
offer of employment before the result of the background check is known, the hiring official
may extend only a conditional offer of employment.

Offer Letters

An offer letter indicating the title of the position, pay rate (stated on a biweekly basis, if
exempt; on an hourly basis if nonexempt), start date, and terms of employment must be sent
to the candidate offered employment. The offer letter should also include information about a
job that is dependent on funding for continuation and/or when the job is for a specified time
period only. The candidate who is offered employment must respond in writing with an
acceptance of the offer by the deadline date. Failure to respond by the deadline date will
result in rejection of the offer. After the offer has been accepted, the signed offer letter must
be sent to the Office of Human Resources (Mail Code 5612 —Personnel File) and put in the
new employee’s official personnel file. In addition, written notification should be sent to all
applicants not selected for the position.
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Candidates for some positions must pass a physical, vision, or other examination as a
condition of being employed. In such cases, these requirements should be clearly stated in the
job posting. Required examinations may occur only after a conditional offer of employment
has been made. Selected candidates may not perform any work until the department is
notified that the candidate has passed the examination.

Internal Hires

Before an offer is made, the employee’s current ASU unit must be notified. Be sure to include
the salary you will offer the employee. A logical transition should be determined that
reasonably accommodates any concerns voiced by the employee’s current ASU unit.

Salary Offers

Classified employees may be hired at a salary between the minimum and midpoint of the
market pay grade based upon their qualifications and internal equity. Salary offers above
market pay grade midpoint require approval of college dean, vice president, or designee.

Administrative and service professional employees may be hired at a salary based upon their
qualifications and market data, if available.

Employment Eligibility Verification

Persons selected for hire must produce documentation establishing both identity and
authorization to work in the United States and sign the I-9 Employment Eligibility Verification
form within 72 hours of the date employment begins.

Departments that may potentially hire an international applicant should contact the
International Students and Scholars Office to discuss nonimmigrant work visa options.

Minors

No person under the age of 16 will be employed at Arizona State University unless the
individual is enrolled as a student at Arizona State University or in a program associated with
an educational program of Arizona State University. The Office of Human Resources must be
consulted before any offer of employment is extended to a person under the age of 16 as
there are many restrictions on the hours that may be worked and the duties that may be
performed. In addition, employees between the ages of 16—18 years, will incur certain
restrictions. (See the Environmental Health & Safety Policies and Procedures Manual: EHS
116, “Minors in Laboratories.”).

Retention of Records

In addition to retention of records in the Talent Acquisition Management (TAM) system, the
department must retain a position file for three years from the date of hire.

Records related to any background check performed in accordance with the Academic Affairs
Policies and Procedures Manual: ACD 126, “Reference Check and Background Verification,”
shall be maintained by OHR, not by the hiring unit.
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Recruitment Alternatives

Waiver of Recruitment

Occasionally, it may be in the best interest of ASU to conduct a “Waiver of Recruitment” to
designate a candidate with special skills or experience for hire without using the process
described in this policy. In such cases, the hiring authority should complete the “Waiver of
Recruitment” form. A copy of the form and a copy of the résumé for the selected individual
should be maintained in the position file. Copies of the form and the résumé must also be
sent to the Office of Equity and Inclusion for notification purposes only.

Recruitment Limited to Current Employees of ASU, University of Arizona (U of A), Northern
Arizona University (NAU), and the Board of Regents (ABOR)

This recruitment is open only to current administrative, service professional, and classified
employees. Emergency hires, graduate assistants/associates, and student employees are not
eligible to apply for these positions. Recruitment & Selection (OHR) will post vacancies on the
HR Web page and will provide notices to U of A, NAU, and the Board of Regents.

Short-Term Hire

A short-term hire may fill a vacant classified position for no more than 120 calendar days. This
period will allow a hiring unit time to conduct recruitment to fill the position permanently or
meet the need for a temporary replacement. The duration can be extended for an additional
59 days if necessary with OHR approval.

Recruitment & Selection (OHR) will review the candidate’s résumé to ensure the candidate
meets minimum qualifications and will contact the hiring unit within 24 hours of receipt
regarding the candidate’s eligibility.

Grant and Contract Position Recruitment

When an individual is named in a grant or contract, follow the procedure for Waiver of
Recruitment Procedure identified above.

Diversity & Recruitment Certification Training

To further promote equal opportunity in recruitment and hiring the most qualified applicants,
the Office of Human Resources now provides Diversity & Recruitment Certification Training
for all ASU employees who are involved in any part of the recruitment process in their
department. This new training program replaces the former ASU Affirmative Action training
and certification is renewal after two years.

The two-hour program will promote and assist with equal opportunity and diversity
recruitment initiatives. It will provide university leadership and hiring officials with clear,
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accessible employment data, timely and effective consultation, high-impact training and
rigorous review of employment-related policies and procedures.

Topics will include, but not be limited to:

. recruitment legal issues

e  ASU Policies & Procedures

. preparation & posting of jobs

. using Peoplesoft in recruiting

. reviewing & selecting applicants

e interview techniques & practices and
e completing a successful search.

Office of Equity & Inclusion Staff

PO Box 875612
Tempe, AZ 85287-5612
Telephone (480) 965-5057 Fax (48) 727-6209

Kamala Green | Executive Director

Timm Richardson | Disability Consultant, ADA
Liz Wake | Principal Planning Analyst

Janina Kokins | Administrative Associate
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ASU Diversity Resources

A-C

African/African American
Studies

American English and
Culture Program

American Indian
Student Support Services

American Indian Policy
Institute

American Indian Resource
Guide

American Indian Students
United for Nursing

American Indian Studies

Asian American Faculty/Staff

Association

Asian Pacific American
Studies Program

Asian Researh, Center for

ASU West Library Diversity
Web

Black Faculty/Staff/Student
Caucus

Campus Environment Team

Chicano Faculty/Staff
Association

Commission on the Status of

Women

Critical Languages Institute
(CLn

D-M

Disability Resource Center
(Tempe)

Disability Resource Center
(West)

Emeritus College

Executive Vice President
and Provost
Diversity Resources

Faculty Women's
Association
(employee organization)

Global Education
Hispanic Research Center

Historical, Philosophical
and Religious Studies

Jewish Studies Program
Indian Legal Program
Institutional Inclusion
Minority Experts Database

MLK Celebration

N-Z
Pan American Initiatives
Project 1000

Religion and Conflict,
Center for the Study of

SafeZONE

School of International
Letters
and Cultures

Sister Friends: African
American Women of ASU

Southwest Borderlands
Initiative

Transborder Chicana/o
and Latina/o Studies

Ubiquity: ASU Staff &
Faculty Supporting
Lesbian, Gay, Bisexual and
Transgender Issues

University Staff Council
(Tempe)

University Staff Council
(West)

Women and Gender
Studies
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Diversity Plan: Building Blocks for Success Through
People, Programming and Polices

ASU Values Diversity

Arizona State University has been in a state of accelerated transformation since 2002. Its
evolution as the New American University presents remarkable opportunity for demonstrating
leadership and innovation across the multiple domains of practice in higher education. One of
the most critical areas where ASU can have local, regional, and global impact is diversity. As a
function of its size, location, and current diversity, ASU is optimally positioned to create and
evaluate new models of inclusion and, in so doing, advance the teaching, research and human
resource imperatives that will guide higher education in the decades to come. In the sections
that follow, we present a conceptual definition of diversity and then, the core components of a
comprehensive diversity plan are identified, as are specific initiatives that follow from an
application of these components.

Defining Diversity

A widely constituted Diversity Council was charged in 2005 to develop a definition of diversity.
That statement reads as follows:

Diversity and excellence are inextricably linked at Arizona State University. In line with
recent Supreme Court decisions related to representation, we endorse the idea that
engaging diversity facilitates comprehensive understanding, effective practice and
informed responsiveness to national and global imperatives. As an institution, 2 ASU is
committed to these ideals and to creating an environment that promotes inclusion,
respect, community, and appreciation for the full tapestry that comprises the human
experience.

Diversity is defined in terms of representation and inclusion. Representation reflects the
extent to which our students, staff, faculty and administrators proportionately reflect
the regional and national populations served by our public institution.

Inclusion encompasses empowerment and voice among all members of the university
community in the areas of scholarship, teaching, learning, and governance. We
recognize that race/ethnicity and gender historically have been markers of diversity in
institutions of higher education; we further believe that diversity includes additional
categories such as socioeconomic background, religion, sexual orientation, gender
identity, age, disability, veteran status, nationality and intellectual perspective.
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Excellence is not achieved by simply repeating conventional patterns. Access extends well
beyond representation to the goal of inclusion. Impact creates reverberations across time and
space. Diversification of the academy, thus, requires thinking beyond singular or isolated
programs or events, creating a cultural transformation that gives every member of our
community an understanding of inclusion and their contribution to the effort. It also allows for
measurement of solid indices of success that facilitate achievement of institutional goals.
Achieving success in diversification and inclusion requires that ASU’s approach involves a
philosophical endorsement by the entire leadership and an operational plan that is transparent
and is carried out by every person, in every area, and in every transaction. Integrating the
practice of diversity and inclusion in a large, complex organization requires commitment,
resources, and cultural transformation. ASU is already one of the most diverse educational
communities in the country; our aim is to make it the prototype of inclusion. This goal is
achievable because we have a solid foundation and leadership that is characterized by
creativity, high energy, and a commitment to university principles. ASU is well on its way to
epitomizing the construct of interdependence, whereby each person and unit is aware that all
are needed to contribute to the success of the whole and the success (or failure) of any
member or group both influences and is influenced by the success (or failure) of other
members and groups.

Engaging the ‘People, Programming, & Policies’ Approach

ASU’s diversity plan acknowledges that an overarching framework that is comprehensible to all
stakeholders and compelling in its ideology will yield the greatest success. Consequently, the
‘People, Programming, & Policies’ initiative asks each of us to consider 3 basic questions:

How well does the composition of our student and employee population reflect the
diversity of our broader constituencies? (people)

To what extent do the planning and design of our deliverables take into account the
diversity that is currently in place and/or lacking at ASU? (programming)

How do we create and review our policies to promote equity and success for all
members of our university community? (policies)

By engaging these three basic questions in the practice and production of our educational,
employment, and research missions, we create a shared understanding of diversity and
inclusion, and stand to achieve higher levels of success. What do these questions look like in
practice? In the sections that follow, we elaborate each of these three areas (people,
programming, policies), and provide exemplars of initiatives that reflect corresponding efforts
respectively. The representative initiatives suggest efforts that can be taken at the department,
college, and vice-presidential area levels, as well as university-wide efforts that reflect provost-
and presidential-level initiatives. Moreover, the efforts as a whole invite all ASU citizens to be
involved in making the New American University a place of inclusion and excellence. Thus, input
and responsiveness are encouraged.
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People in the context of our diverse stakeholders

ASU is the largest and one of the most diverse public universities in the country. Nonetheless,
there is significant room for improvement. In 2005, 58% of our state’s high school graduates
were white; 29% were Hispanic/Latino; 5% African American; 3% Asian American; and 5%
Native American. ASU’s current undergraduate population, by comparison, is 68% white and
14% Hispanic/Latino; 10% African American; 5% Asian American; and 3% Native American.
Women comprise about 1/3 of tenured and tenuretrack faculty positions. The demographic
patterns across our student populations, faculty, staff and administrators indicate that
representational diversity remains a constant aspiration. To create change, each of our
academic units and vice-presidential areas must ask: What is the current level of diversity in our
unit? Is our team (students, faculty, staff, and administrators) comprised of individuals from
diverse groups (e.g., encouraging more women in science and engineering and more men in
nursing)? If not, what changes can be made in recruitment and retention to achieve
representational diversity?

Representative efforts at promoting inclusion

Representative examples of initiatives that can be undertaken to diversify the membership of
our institution include: systematic review by each unit of diversification efforts, inclusive of
successes, and areas in need of development; establishment and implementation of
assessment procedures to govern diversity efforts within each college and vice-presidential
area; development of a plan by each unit for promoting diversification in the composition of its
undergraduate majors, graduate students, and workforce and for improving climate; early
outreach to underrepresented students; proactive recruitment activities that yield diverse
pools of qualified applicants in order to generate a competitive pool of finalists; recruitment of
faculty who contribute to the knowledge and practice of diversity; recruitment and retention of
diverse administrators; resource allocation in an effort to recruit and retain individuals from
underrepresented groups across all areas of the university when they are underrepresented;
allocation of funds to secure target of opportunity hires for faculty who will increase diversity;
initiation of partnerships with institutions that produce Ph.D. graduates from underrepresented
groups; engagement of current staff members of underrepresented groups in recruitment and
mentoring of new employees; recruitment and hiring of employees and administrators who will
actively promote diversity; establishment of connections with current faculty organizations and
departments in the service of recruiting diverse faculty and staff.

Programming and deliverables (academics, employment, communication)

As an institution of higher education, ASU:

e produces significant deliverables, including knowledge, ideas, new models of
understanding, employees trained and prepared to contribute to the changing demands
of the workforce, and tangible products that advance the human and global condition.

e engages in the dissemination of information through classroom and research outlets.
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e recognizes that a comprehensive diversification plan in which all members take
responsibility will yield the most effective and beneficial deliverables.

e underscores the importance of leadership in modeling and ensuring quality and
accountability for production of a good yield.

Our ‘programming’ in these and other areas must reflect an appreciation for the role that
diversity plays in the world, as well as for strengths inherent in diversification and inclusion.
Programming should focus not on the production of isolated events or markers of progress that
fail to be integrated into the fabric of the university, but instead emphasize a systematic
approach that reflects in word and deed the institution’s commitment to the practice and
science of inclusion across all areas of production.

Diversity efforts in the academic domain
Diversity and inclusion can be reflected on the academic side via:

e the research enterprise, through such efforts as defining the intellectual enterprise;
inclusion of diverse populations, methodologies, and paradigms; inclusiveness in team
composition; targeted beneficiaries of tangible outcomes;

e teaching, through the development and evolution of new courses with diversity content
(inclusive of ASU 101 and focused and general courses); promotion of pedagogical
strategies that encourage student involvement and facilitate respect for diverse
perspectives; incorporation of diversity as a core element of graduate teaching assistant
training; faculty development workshops in the area of intergroup dynamics and
diversity; systematic programming on diversity within student residential halls;

e service efforts on campus, in the community, and in our respective professions, through
promotion of service to underrepresented populations, mentoring of underrepresented
students, support for ethnic and women'’s faculty and staff affinity groups, and
educational programs for community members related to diversity.

Diversity efforts in training of employees

On the employment dimension, inclusion can be supported through initiatives such as the
development of a Diversity Training Institute in the Human Resource arena (including the
implementation of employee training models that take into account the needs and advantages
associated with diversity, and general diversity training for all staff, faculty, and administrators
to meet the needs of a diverse student body); overall development and support for new and
existing programming that encourages interaction across diverse groups (e.g., intergroup
dialogue opportunities for employees); increasing professional development opportunities for
staff, mentoring individuals from underrepresented groups for advancement to leadership
roles; recognition of both individual and unit success in diversity initiatives; mentoring
programs for new faculty and employees with a core component that addresses the
challenges/opportunities associated with being a member of an underrepresented group;
creating liaisons to industry partners to exchange best practices for diversifying the workforce
and promoting inclusion (e.g., the Diversity Leadership Alliance).

Efforts related to constructing and disseminating the message of inclusion
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In the communication arena, commitment to diversity and inclusion call for systematic and
ongoing review of all outreach publications for text and images that are representative;
inclusion on the ASU Web site of a coherent inventory of diversity-related events, offices,
programs, and groups within the university; conveyance in public appearances by
administrators and other ASU representatives to the community of a clear and consistent
message that diversity is an institutional priority; establishment of visiting lectureships and
fellowships to bring emerging and renowned scholars from diverse backgrounds to contribute
to the intellectual climate of the university; sponsorship of a Living Legends town-gown
collaboration that highlight contributions of community members from diverse backgrounds;
examination of symbols on campus that may reflect exclusion of different and important groups
on campus.

Policies that matter

An organization’s commitment to diversity must be reflected in recruiting policies, reward
structures, and accountability procedures. Support for diversity and inclusion must be
demonstrated at all levels of the university from the central administration to the smallest unit
on campus. Our policies must be infused with a focus on the needs, benefits, and
understanding of dynamics that are associated with successful diversification. Importantly,
success in diversification must comprise a component of our evaluations.

Policies that reflect institutional priorities

Among possible examples of how diversity must be reflected in our policies are the following
initiatives: systematic collection and reporting of recruitment, retention, and promotion rates
by gender and ethnicity, and other relevant categories, as well as administrators from
underrepresented groups (in comparison with overall rates); similar efforts in undergraduate
and graduate student recruitment, retention, and graduation success; identification and
implementation of college-specific strategies for increasing their diversity, and for monitoring
and reporting progress annually; regularized self-assessments by colleges and units on a
diversity template to identify progress; examination and insuring no bias in faculty and staff
recognition and awards, faculty start-up packages, endowed chairs, recruitment of post-docs,
and scholarship recipients; family-friendly policies (e.g., our existing approaches and policies
concerning spousal accommodations and parental leave); inclusion of questions in annual and
academic program reviews about initiatives undertaken by departments to address
diversification in their climate, curriculum, and student, faculty and staff populations; requiring
demonstrated skills in managing and increasing diversity as a standard qualification for all
leadership positions; identification and rectification of inequity in workload and salary related
to gender and race/ethnicity; representation of diversity on committees that have long-range
impact; inclusion in the university’s exit interview process questions to assist in identifying
opportunities for improvement in retention of faculty, administrators, and staff from
underrepresented groups; integration of diversity into all major policy changes.

Rewarding diversity

To promote achievement in tangible diversification, the institution will reward the pursuit of
initiatives and efforts to promote inclusion on every level. To achieve the ‘highest rating’,
contributions to diversity should be evident. Further reflecting our commitment to achieving
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diversification, diversity efforts will be rewarded in every possible way, including recognition,
promotion, and participation in key university decision-making.

THE PLAN

In order to achieve the diversity we seek and promote the respect necessary in our university
and society, we are launching an initial six-part initiative. The constituent elements are:

1. COMMUNICATION

To ensure visibility of our commitment, we shall maintain a web page with information on
initiatives and ensure our communication efforts highlight university activities related to
diversity and the promotion of tolerance.

e Create an ASU diversity Web page with links from the president’s and provost’s pages
and links to other relevant pages. Inclusion on the ASU Web site of a coherent inventory
of diversity-related events, offices, programs, and groups within the university;

e Conveyance in public appearances by administrators and other ASU representatives to
the community of a clear and consistent message that diversity is an institutional
priority;

e ASU home page web images and university publications should reflect the diversity of
our faculty, academic professionals, staff and students.

2. UNIVERSITY DIALOGUE

Launch a multi-year initiative to promote dialogue and discussion among students, staff and
faculty about the issues and challenges related to diversity. As ASU is situated in a state with a
rapidly changing demography and within a region that is changing in similar as well as different
ways coupled with the importance of understanding the dynamic global environment, it is
important that we promote an active level of engagement of our students, staff and faculty in
these issues. This multi-year initiative will have focused areas of attention each year coupled
with annual goals to facilitate an assessment of our progress. This Dialogue initiative is an
important element to building an environment that is welcoming of all individuals and
viewpoints. Such an initiative provides the opportunity to reflect on the university as a place for
differences to inform and educate critical elements of our raison d’etre. This initiative will be
funded by the Office of the Executive Vice President and University Provost and designed and
developed in consultation with a Provost’s Diversity Steering Committee that will be appointed
in the coming weeks.

Examples of initiatives that may be incorporated into this effort include:

e Build on the success of the work of the Intergroup Relations Center
(http://www.asu.edu/provost/intergroup/) which has programs for undergraduates,
graduates, faculty and staff and the community.

e Speaker series from both within and external to the university to explore issues of race,
ethnicity, sexual orientation, gender, and diversity.

e Focused discussions within residential living facilities for students.
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e Colloquia or conferences featuring scholarship that addresses issues of race, ethnicity,
gender, tolerance and diversity.

e Sponsorship of a Living Legends Series, oral histories of members of our university
community and those in the metropolitan region to better understand how the
University was shaped and formed.

After each year of this initiative, the Provost’s Diversity Steering Committee will undertake a
review of the initiative to determine what would be the appropriate next steps in continuing to
strengthen the University’s commitment to diversity. Such a review may include assessment
data on changes students report as part of their experiences at ASU, as well as assessment on
employee experiences and perceptions. Climate data will be collected at regular intervals in
collaboration with groups such as the Commission on the Status of Women, Faculty Women’s
Association, Office of Academic and Institutional Cultural Change, Classified Staff Association,
and Human Resources, among others. In addition, the Steering Committee may wish to collect
data on matters not studied through other data collection efforts.

The Provost’s Diversity Steering Committee will serve as a liaison with the Campus
Environment Teams, Commissions on the Status of Women, Faculty Women’s Association,
Office of Academic and Institutional Cultural Change, Intergroup Relations Center, REFOCUS,
Chicana/o Latina/o Faculty and Staff Association, Ubiquity, and other organizations on all
campuses interested in promoting diversity to contribute to the design, development and
evaluation of the multi-year dialogue. The Committee will also work with the Provost’s Office to
identify opportunities to publicly recognize the research, scholarship, and creative activities of
faculty from underrepresented groups.

3. COLLEGE/SCHOOL FOCUS

Recruitment and retention of a diverse faculty is everyone’s responsibility, however, deans and
academic chairs/directors have a special role to play in this regard and will be rewarded for
their success in recruiting, retaining, and promoting excellent faculty and staff from
underrepresented groups. The New American University vision cannot be realized without this
commitment. To assist with recruiting, information from the Office of Equity and Inclusion on
the availability of minority and female or male candidates will be foundational information.
Senior positions being recruited should be characterized by a heightened commitment to
ensuring a diverse set of candidates to create a strong cadre of leaders and mentors who reflect
ethnic and gender diversity, and recognize the need for minorities and women in such roles.
Where deans identify an individual who would be a significant asset to their college or school
but who is not someone they were specifically seeking through their search activity, they may
make application to the Office of the Executive Vice President and University Provost for
funding to support such a person. Deans will be asked to report annually to the University
Provost on the success they have had in their efforts to increase the diversity of their faculty
and staff and highlight every five years on the increase they have had in the recruitment and
retention of the faculty and staff.
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While a central mentoring program offers some opportunity for advice to untenured faculty
members, the critical issue is mentoring them within their units to ensure the highest
probability of success. Each college and school will be expected to develop a mentoring
program designed to ensure assistant professors have the opportunity for learning about the
expectations they should be meeting, enabling their scholarly success, and helping them
become quality teachers (this may be done within departments not just at the college or school
level). Such programs may, for example, facilitate writing groups or collaborative efforts in
grant writing as suitable to the disciplines involved. As each college will be conducting an
orientation program for its new faculty, efforts at mentoring can be initiated through that
experience. Deans will also be asked to ensure that start-up commitments and initial teaching
assignments are fairly made to avoid differences based solely on gender or ethnicity and this
will be monitored by the Office of the Executive Vice President and University Provost. The
design of the mentoring program and its impact and allocation of start-up funds to individual
faculty members will be reported annually to the University Provost by each dean.

There is a need to be proactive in the development of faculty from racial and ethnic minorities,
women and all members of underrepresented groups. One mechanism is through the creation
of a faculty pipeline through postdoctoral fellowships for racial/ethnic minorities (all areas), and
in fields where women are underrepresented, such as science and engineering. Units are
encouraged to apply for grants from foundations and other sources to target graduate students
with fellowships designed to enhance diversity (e.g., doctoral students supported by Ford
Foundation fellowships, NIH and other training grants/fellowships to support diversity, etc.),
and use faculty networks to identify additional candidates. The Graduate College will be
available to assist with this initiative.

The recruitment and retention of faculty from a wide variety of groups and intellectual
perspectives strengthens the university by ensuring students are exposed to a diverse set of
perspectives. To assist in attracting faculty from underrepresented and other diverse groups,
the University will establish two new programs to be called the President’s Pre-Doctoral
Fellowship and President’s Post-Doctoral Fellowship. The Fellowship will provide funding for a
College or School to attract a promising new scholar who has only their dissertation to finish or
has recently finished the doctoral degree (or other appropriate terminal degree) and whom the
College or School is prepared to offer an assistant professorship. The successful candidates will
be provided with one year to either complete their dissertation and begin their scholarly
activities beyond the dissertation or complete a one year post-doctoral training program to
initiate their program of research. During this Fellowship there will be no teaching assignments.
Funding will be provided by the Office of the Executive Vice President and University

Provost to a maximum of $40,000 for nine months for Pre-Doctoral Fellows and discipline
specific funding determined on a case-by-case basis for Post-Doctoral Fellows (benefits are the
same as those offered post-doctoral fellows; faculty benefits begin the following year with the
beginning of the appointment as an assistant professor). The University Provost will consider
facilitating hiring of qualified spouse/partners at the request of the deans when the partner’s
position will be in a different college from that of the person originally hired. The funding
available will be determined on a case-by-case basis representing the unique circumstances
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each of these opportunities presents to the university with provost office funds returning to the
central administration when the person leaves the university.

It is also essential that we develop a greater capacity within our own faculty to assume
leadership roles. To that end, the proposed Faculty Women’s Association’s Leadership

Program is an initiative we would like to support and see extended in each college or school at
ASU. Less than a third of all department chairs/directors at ASU are women and even fewer are
women of color suggesting that a training initiative such as the one proposed by the Faculty
Women’'s Association has the potential to substantially enhance the pool of faculty interested
and able to assume these important roles. The proposed initiative is one that can be adapted
for each college or school.

4. TRAINING FOR CHAIRS AND DEANS

The importance of identifying unexamined biases and development of strategies to overcome
such biases and gender (and race) schemas are a primary recommendation of the National
Academy of Science report, Beyond Bias and Barriers: Fulfilling the Potential of Women in
Academic Science and Engineering (2006). ASU will incorporate diversity training into
leadership programs for chairs, deans, and associate deans.

Diversity training will include:

e Speaker series, with highly respected scientists and engineers from top research
universities addressing strategies to overcome biases in hiring, promotion, and tenure
decisions, and to promote a climate that encourages productivity and fair treatment for
all. Time for discussion would follow, and speakers would be available for meetings and
consultation with faculty and administrators.

e Workshops on mentoring, including how to have difficult conversations with faculty
designed to help them progress towards tenure and promotion.

e Workshops on climate, with focus on how to create and maintain a climate in the unit
and college that is welcoming and supportive for all members of the faculty (as well as
postdoctoral scholars, graduate students, and undergraduates). Subtle biases and
gendered and racialized expectations will be discussed, as well as models for creating
flexible yet fair policies, procedures and practices that enhance productivity and career
satisfaction.

e Workshop on developing diversity councils within colleges and how to engage these
councils most effectively.

e Training to create a 'diversity template' so that colleges and academic units can conduct
self-assessments on a regular basis to determine where progress has been and where
continued efforts are needed.

e Department chairs, directors and deans have the opportunity to be catalysts for
enhancing the pool of faculty who may move into leadership roles. Working with groups
such as the Office of Academic and Institutional Cultural Change (AICC) established by
the President and reporting to the Office of the Executive Vice President and University
Provost and other university resources, chairs, directors and deans should consider ways
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to support the development of women and members of all underrepresented groups
into leadership roles.

In addition to training for chairs and deans, there is a need to develop more leaders for senior
level leadership roles. In the preceding section, the initiative to train more women for
leadership roles at the department level was described. It is also our intent to increase the
number of underrepresented groups in leadership roles beyond that of department chair.
Therefore, the Office of the Executive Vice President and University Provost will initiate a
fellowship program to increase the pool of women interested in and able to assume more
senior leadership roles within the university.

5. BUILDING SYNERGY

There are a number of organizations and units that deal with issues of diversity on a regular
basis. These include the Intergroup Relations Center, Commission on the Status of Women, the
Faculty Women'’s Association, and Campus Environment Teams. It would be advantageous to
examine ways to build greater synergy arising from their collective efforts to increase the
impact within ASU. One consideration would be to collocate all of the staff in these units in one
place so that it might promote greater communication and collaboration while also providing
assistance to each other on projects.

6. BUILDING PRIVATE INVESTMENT TO ADVANCE DIVERSITY

Creating bridges to the community and identifying resources to support faculty, staff and
students are responsibilities of the deans and the central administration. The deans of the
colleges and schools working in collaboration with the efforts of the President, Provost, and
President of the ASU Foundation will be encouraged to develop such opportunities.
e Assuch, deans may seek to establish funds and endowments to support scholarships,
professorships, chairs, annual lectures, and small conferences.

These may include such things as:

o Expanding existing lecture series (e.g., Wade Smith Memorial Lecture on Race Relations)
to include additional lectures conducive of conversations;

o Establishment of mid-career endowed professorships/chairs to encourage and retain
“rising stars,” with a substantial percentage directed towards members of
underrepresented groups among the faculty;

o Engaging Industry Partners through creative partnership. These should include but not
be limited to businesses that have supported diversity at ASU (e.g., Wells Fargo).
Develop venues through which they can help showcase the importance of diversity in
higher education from the perspective of industry partners seeking talent.

o All fund raising efforts will be coordinated by the Foundation to ensure the best return
for the University and the optimization of our supporters interests.
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MONITORING AND OVERSIGHT

The Office of the Executive Vice President and University Provost will engage in monitoring and
oversight designed to facilitate and encourage best practices, as well as to ensure compliance
with federal law. To recapitulate our commitment:

The University Provost will reward deans for the diversity of their faculty, staff, and students,
and will expect deans to reward chairs and directors for diversity in their departments.

As a primary component of our Office of Diversity monitoring:

o Deans and chairs/directors will be provided with nationally available data for women
and racial/ethnic minorities in their fields (from the NSF Survey of Earned Doctorates
and/or IPED data).

o New faculty hires will be reviewed annually, by college and academic unit, to assess
progress in hiring a diverse faculty at all ranks. Salary and start up packages will be
reviewed at this time with attention to ensure lack of discrimination by gender or
race/ethnicity.

The University Provost will appoint or review membership on major awards committees (e.g.,
Regents Professors, Presidents’ Professors) and will review nominations for these awards.

Compensation, research support, and other support and teaching loads will be reviewed
annually for lack of discrimination in faculty ranks and titles, by gender, and ethnic identity.
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