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REPORT ON
UCLA’'SEFFORTSIN AID OF DIVERSITY IN FACULTY HIRING AND
ACHIEVING GENDER AND MINORITY EQUITY

Thisisareport prepared in response to the request contained in President
Atkinson' s letter of February 8, 2001, asking for a description of UCLA’s effortsto
promote divergty in faculty hiring and to achieve gender and minority equity on this
campus. The many different activities that we have undertaken in this sphere are detailed
below. Some of the items in this report are smilar to the recommendations contained in
Chancdllor M.R.C. Greenwood' s recent testimony before the Senate Select Committee
that was cited in Presdent Atkinson’s letter.

After providing some background data regarding recent faculty hiring and the
hiring patterns of the past severa decades, the report describes:

The efforts that are being undertaken to insure the effectiveness of
faculty hiring seerches.

The training of campus adminigtrators to ensure that they know what
they can and cannot do in connection with faculty hiring activities

How the campus s strategic planning process is used to energize the
deans regarding diversity.

The details of astrong College of Letters and Science Diversity Plan.
The ongoing campus efforts to update its affirmative action plan.

The studies that have been and are being pursued on the subject of
gender equity.

How President Atkinson's program for recruitment of ethnic sudies
faculty is being implemented

New adminigtrative postions that are being created to dedl with
diversty issues.

And miscdlaneous other activities reating to enhancing faculty
diversty and achieving gender and minority equity on the campus.



|. Background

By way of background, it is ussful to review some recent hiring data as well as
some longer term trends. Faculty hiring deta for the last three years reveds a mixed
picture; the numbers for the current year are dightly more encouraging than in the recent
past.

In 1998-99, out of atotal of 51 ladder rank faculty gppointments for the entire
campus, 14 were women or 27%. That same year, 15 hires were minority (including 10
Asan, 4 Higpanic and one African- American) or 29%.

In 1999-2000, out of atotal of 61 new ladder rank appointments for the campus,
11 were femde (18%) whilel5 were minority, thet is, 24% (14 Asan and one African
American).

During the current hiring year, 2000-2001, thus far on the campus, there have
been 65 faculty hires of which 22 are women (34%). During that same period, 15
minorities have been gppointed (23%) (9 Asan, 5 Africant Americans and 1 Hispanic).

The foregoing figures should be compared with the trend over the past 20 or 30
years. The College of Letters and Science reports, for example, that over the past 20
years 30% of ladder faculty hires have been women. The data for the entire campus
shows that beginning in the late 1960's and early 1970’ sthere was a genera increasein
the hiring of women, particularly in the decade of the 80's. During the 1990's, however,
there seemed to be a flattening in the number of women being hired. If present trends
continue, taking into account expected retirements over the next decade, by 2010 the
College projects that gpproximately 34% of its ladder faculty positions will be occupied
by women, as compared with the present figure of 25%. For the entire campus, it has
been estimated that at the present rate of increase, it would take more than 50 yearsto
achieve equdity in numbers of men and women. Clearly, unless we begin to gppoint
women to the faculty at afaster rate than in the recent pagt, the total percentage of
women faculty on the campus will increase very dowly.

A continuing long-term condition where women are Sgnificantly in the minority
on the faculty is not acceptable. It is not acceptable as a matter of genera principles of
equity, and it inevitably results in putting excessive burdens on women who are aready
on the faculty.

The same generd observations can be made regarding hiring of underrepresented
minorities. While the pools of women available for faculty hiring suggest the possibility
of achieving some successin the nearer term, the availability pools for faculty hiring of
underrepresented minorities indicate that continuing long-term efforts will be required.
Clearly, however, action is needed on both of these fronts if we want to achieve more
divergty in our faculty hiring.



[l. Searches

Proposition 209 bans the use of preferencesin hiring to achieve diversity. UCLA
has never utilized preferencesin making hiring decisions, but today, more than ever, to
achieve divergity in hiring faculty, emphasis must be placed on the search process. In
that connection, we walk afine line between the obligations imposed by federd law and
the prohibitions declared by Proposition 209. Despite the narrowness of that path, UCLA
has been quite active in addressing issues relating to achieving diverdty through our
search processes while avoiding the use of preferences.

The campus is taking concrete steps to raise the consciousness of those involved
in search processes regarding diversity issues. It isthought that a maor contributor to the
increase in femae and minority hiring in the 1980's was that a great dedl of attention was
being paid to it, and dl of those involved in the hiring process were tuned in to its
importance. Inthe 1990's, both a diminution in available resources and the advent of SP
1 and 2 and Proposition 209 arguably contributed to an unconscious dacking off in
effortsin thisarea. We need to return to the attitudes and state of mind of the 80'sin
order to develop the kinds of pools of candidates that will lead to the hiring of more
women and more minorities. The kind of specific Steps that are being taken to achieve
these god's are described under various sub-headings below.

A. Strengthening Oversight and Monitoring of Searches-- Search “ Summit”

We are taking steps to strengthen the oversight of searches for new faculty hires
and to ensure that searches take into account the relevant availability poolsin developing a
pools of candidates to consider for gppointment. In this connection, a* seerch summit”
meseting was recently held at which the rdlevant campus adminigtrators--the Office of the
Chancdllor, the Provosts and the Deans as well as campus adminigrative offices and
severa Academic Senate bodies--were represented. The purpose of the meeting was to
coordinate the campus efforts in relation to searches. Subjects discussed included: @) the
locus and the nature of the ongoing monitoring of searches to be certain that they are
being conducted conscientioudy as well as to ensure that lega requirements are being
met; b) how post-auditing and data collection regarding searches is to be done and by
whom; ¢) how to identify “best practices’ in conducting searches and communicating
about them to the campus; d) who is doing training of deans and chairs and who would
have continuing responsbility in that ares; €) what would be the respongihilities and duties
of the new position, Associate Vice Chancellor for Diversity (e.g. training on searches,
research on diversity issues, advice and ass stance to departments in conducting searches,
and fulfilling reporting obligations to federd and Sate agencies); f) refining availability
pool data and developing more effective use of such information in the search process.

B. Search Monitoring and Incentives under the College Diversity Plan
The College of Letters and Science has prepared a College Diversity Plan that

will strengthen the monitoring of searches and the incentives to conduct a proper search.
Details of the College Plan are described infra.



C. Diverdty Action Committee

A diversty action committee is planned that will work with selected departments
in developing pools of candidates for their searches.

D. Search Procedures Handbook

A new Search Procedures Handbook has been prepared and is being reviewed.
This document will, for example, provide information about procedures to be followed in
conducting searches, best practices, and suggested approaches in developing
comprehensive pools of candidates.

[11. Training of Campus Administrators on Federal Obligations and Proposition 209
Limitations

A series of sessions with provosts, deans and department chairs has been
conducted by the Committee on Diversty and Equa Opportunity and the Chancellor's
Advisory Committee on Diversity to raise the consciousness of campus administrators
and to make sure that they understand what is permissible, given the conflicting Strictures
of federa law and Propogtion 209. Thisinitid foray into training will mogt likely be
continued by these two broadly representative campus committees. In addition, such
training efforts will be an important responghility of the new position, Associate Vice
Chancellor for Diversty.

IV. Divergity Issuesin the Strategic Planning Process

The gtrategic planning/budget process on the campusis being used as avery
successful way to highlight the importance of diversity on the campus and to ensure that
diversty is factored into the strategic planning of schools and other campus units.

For the past severd years, al academic units on the campus have been asked to
address diversity issues and answer a set of specific questions rdating to diversity asan
integrd part of the Chancdllor’s strategic planning process. The deans have responded by
developing imagindive programs and gpproaches for increasing diversity in faculty hiring
and student admissions, and addressing issues of gender and minority equity in their units.
They describe these programs and approaches in the course of the strategic planning reviews,
and these descriptions are then shared among the different schools and college divisons.

V. The College of Letters and Science Diversity Plan

The College of Letters and Science has prepared a comprehensive Diversity Plan
for the College. The principa recommendations of the faculty component of the Plan are
reproduced here:



“... [T]he College amsto lead the nation’ s research universities in the ethnic diversity
and gender equity of its ladder faculty. The following procedures will help achieve these
gods.

“1. The Provost and the Deans will declare and discuss numerica godsfor the
next decade, 2001-2010: women should represent 40-45% of the College' s faculty, and
the ethnic sructure of the faculty should reflect that of the College s graduate student
populations....

“2. The Provogt and Deans will ask Chairsto work with faculty to identify and
encourage departmentd hiring practices that will promote the diversfication of ladder
faculty in kegping with the College’ s gods. Units that take effective sepsto increase the
number of women and minoritiesin applicant pools will be recognized and appropriatdy
rewarded.

“3. The College' s Academic Personnd Office will establish amonitoring system
to keep updated records on availability pools for each department (by subfield) and to
track search results.

“4., Deans will provide FTE to complete searches only when the pool of gpplicants
reflects availability for the fidd.

“5. Deans will meet with departments to assure that the membership of search
committees reflects the gender and ethnic structure of hiring pools.

“6. Deanswill encourage curricular strategies based on the study of ethnicity and
gender.

VI. Updating of the Campus Affirmative Action Plan

In furtherance of revisng and updating the campus affirmative action plan, a
series of meetings has been held with the deans and provosts to review under-utilization
datafor al academic units on the campus. The initid data showed dramatic
underutilization datain some units during the last decade that were quite surprising and a
matter of concern. In some instances, the picture presented by the data seemed counter-
intuitive, and it precipitated active exchanges between the deans and the staff presenting
the data. Efforts are in underway to refine and improve the qudity of the data. Thereisa
need to adequately identify the gppropriate subfields and to refine the data to focus on
avalability in the univergties from which we typicaly draw our faculty. The entire
process has been very ussful and is ongoing.



VII. Gender Equity

Last August, a Gender Equity Committee gppointed by the Chancellor’s Office
issued areport on gender equity in faculty compensation and related matters. The report
focused on an andyss of salary data for units other than those in the Hedlth Sciences and
made two key data-rdated findings: that its anadlyss did not identify Satigticaly
sgnificant sdary discrepancies based on gender if one controlled for rank; and that the
same andysis did identify dower progress through the ranks for women than for men, but
that data currently available did not enable it to account for this circumstance.

The same report made a recommendation for the gppointment of severa
committees to do follow-up studies, specificaly urging specid attention to three aress:
andysis of the sdary datain the health sciences; the specification of datathat would be
gathered and maintained on a continuous basis in order to enable usto answer in the
future questions that were presently unanswerable under current record- keeping; and
examination of asat of non-salary gender and diversity-related issues genericaly
described as*“ climae”

In addition to these recommendations for further study, the committee made a
number of specific recommendations, some for the Adminigtration to implement and
some for the Academic Senate. Each of these recommendations is being implemented by
the appropriate agency. The four follow-up committees recommended in the report have
been appointed and have held their initid meetings. They are aHedth Sciences
Committee, examining compensation practicesin the medica sciences; aData
Committee, specifying the kinds of datawhich should be collected and stored in adigital
form to enable sophisticated andlys's; a Climate Committee examining both perceptions
and objectively verifiable nonsdary information that shape the experience and careers of
faculty; findly, an Oversght Committee that monitors and coordinates the work of the
preceding three groups. The specific charge letters addressed to these four groups are,
like the origind report, available on the web at http:/Mww.apo.ucla.edw/GEC/index.himl.

VIII. Implementation of Presdent Atkinson’s Program for Recruitment of Faculty Who
Do Ethnic Studies-type Research.

A process has been put in place for alocating FTE to departments under the terms
of Presdent Atkinson's program designed to encourage the recruitment of faculty who do
ethnic sudies-type research. Applicationsfor FTE and the award of resources under the
program are due on May 1, 2001, and as of the date of the preparation of this report, a
number of applications have been received. Decisons regarding the gpplications will be
made by May 15, 2001. Consgtently with the program, waivers of search have been
goproved in severd indances. This year, we intend to make up to four gppointments
under this program, and as contemplated in Presdent Atkinson's letter establishing the
program, up to twelve appointments over the course of several years.



IX. Cresation of New Diversity-rdated Adminidrative Postions

A new postion (involving revision of aprevious Associate Vice Chancellor
position) has been created, probably titled, Associate Vice Chancellor for Diverdity, and a
search committee has been appointed. This position will function as the campus
affirmative action officer and will be respongible for training regarding diversity matters,
research on diversity, providing advice and assstance in aid of promoting diversity,
callecting and maintaining affirmative action and diversity data, and fulfilling reporting
obligations relating to diversity.

The creation of another position is aso contemplated- - Director of Academic
Affirmative Action Research.
X. Diversty Web Page

A diversty web page is under development.

XI. Additiond Plans and Planning Activities
A. Need for a Professiond School Diversity Plan

The Professona Schoolswill need to develop diversity plans dong the lines of
the College of Letters and Science Plan. The College Plan will provide a useful modd.

B. Planning for Tidd Wavelll

Panning for the large enrollment growth that is projected for the next decadeis
proceeding on the campus, and, of course, includes avery strong diversity component.
The planning not only relates to promoting diverdty in sudent admissions but dso
addressing diversty in regard to the additiona faculty hiring that will be needed asa
result of the increase in enrollments.
XII. Contemplated New Programs and Projects That Have Diversty Implications
A. Childcare

Plans are being made to expand childcare facilities to provide spots for an
additiona 100 children, using a combination of state money (provided by President
Atkinson) and privately raised funds.
B. Mentoring of Faculty

Exiging programs for mentoring and advising junior faculty will be expanded.



C. Meeting Needs of Two Career Families

The establishment of an office to address the needs of new hiresin two career
family stuationswill be explored.



