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Draft of Diversity Plan for the Next Faculty Search

I expect that the Graduate School of Education (GSOE) will conduct one search during AY 2005-06 for a Professor of Education, who will serve as Director of the California Community College Collaborative (C4).  This is a newly-created position and does not replace any existing faculty line.  This search will be a main way of increasing the diversity of the ladder-faculty within the GSOE.
GSOE Faculty Context 
During AY 2004-05, 57% of the twenty-three (23) members of the ladder-faculty are male; only two members (9%) are ‘of color.’  Although the separations this year (Calfee, Gresham and Echevarria) improved the gender composition slightly (from 43% to 45%), these significantly decreased faculty diversity because of the departure of the only Hispanic female professor.  (In the complete draft diversity plan due in August, the overall diversity profile of the GSOE teacher supervisors and researchers will be included.)
The search for a professor/director of C4 is critical in enhancing faculty diversity for three main reasons:

1. The research and educational issues pertaining to C4’s mission include many concerns about diversity.  For example, the composition of the student-body in California’s community colleges is increasingly diverse but the faculty and administration have become less diverse over the last decade.  Policy research on the diversity of the labor market for instructors as well as studies of ‘best practices’ in improving faculty diversity will be a topic for C4’s research and education agenda.  C4’s director should have a research agenda that includes attention to diversity issues.
2. As noted, a key issue facing California community colleges is the relatively low degree of diversity in the faculty and administration, but there is a possible remedy, because of the anticipated number of new leadership positions given the system growth and the expected high level of retirements in the next decade.  C4’s agenda includes leadership development and, eventually, the development of graduate degree programs for community college administrators.  Therefore, it is very important to have C4’s director exemplify a significant commitment to diversity through scholarly and teaching activities, career accomplishments, and personal experience.
3. The GSOE anticipates having only one or two additional faculty searches during the next three to five years.  This search is very important for improving the faculty profile, for engaging the faculty in productive consideration of diversity issues, and for signaling the GSOE’s commitment to diversity.  A successful search will help in future recruitment efforts.
Strategies for Assuring a Successful Search
Because this position is in an entirely new area of research and teaching for the GSOE, unanticipated in previous School plans and just finalized during the past month, some of the effective anticipatory strategies that would normally increase the diversity of the candidate pool are unavailable to this search (e.g., cultivating promising future candidates by inviting them to campus to give a colloquium on their research).  The efforts will focus on identifying a diverse and excellent pool of candidates and on assuring that top candidates become truly interested in joining the faculty at UCR.
The search will employ the following steps to ensure an excellent and diverse candidate pool:

· Before the search begins, I will take the leadership role in identifying key senior faculty leaders within the fields related to community college policy research, focusing on scholars who can maximize connections to the widest diversity of candidates in the related fields.  I will begin by personally contacting key faculty ‘of color,’ who currently hold (or recently have held) leadership positions in higher education, for example, Dr. Yolanda Moses (UCR), Prof. Walter Allen (UCLA), Prof. Estela Bensimon (USC), Prof. Celestino Fernandez (U. Arizona), Prof. Rodney Ogawa (UCSC), Dr. William Pollard (U. District of Columbia), Dr. Pedro Reyes (U. Texas, Austin).  I will create a list of potential faculty candidates as well as additional nominators, who are considered to be well-connected and committed to furthering faculty diversity.  In addition, I will catalog the professional associations connected with research and university teaching about higher education, looking specifically for special interest groups where diversity is a major concern.  (This effort will also lay the groundwork for the search for an assistant professor in community college research that is expected to take place during AY 2006-07.)
· I will create (and probably chair) a search committee that is representative of the diversity we seek, committed to advancing diversity and excellence, and knowledgeable about diversity issues and resources within the campus and the community.  Probable members of this search committee will include:  Dr. Yolanda Moses (who already is a member of the advisory group that created the C4 proposal), Dr. Paul Green, and a current doctoral student.  By also including a faculty member from outside the GSOE—probably someone interested in the emerging public policy initiative—and a representative from the community college system, the diversity of the search committee can be enhanced.  The ‘charge’ to the committee will explicitly emphasize the importance of diversity in the search.
· The search committee will be briefed on ‘best practices’ and, then, create an action plan for assuring that all phases of the search—from initial solicitations of interest to campus interviews—optimize the opportunities to convey the campus commitment to diversity and its resources for supporting a diverse faculty.  Best practices will be drawn from proven sources, such as the University of Washington’s Faculty Recruitment Toolkit.
· Throughout the search process, we will keep detailed records of contacts so that we can assess the most promising approaches as well as the pitfalls encountered during the search.  The search committee will also be ‘debriefed’ with specific attention to identifying potential concerns that arose during this search.
  These lessons will help refine strategies that enhance the quality and effectiveness of future searches as well as identify any systemic concerns about the GSOE’s diversity agenda.

Cc: Y. Moses
� I’ve just begun thinking about how to design a “diversity audit” in which an outside evaluator might review the search process—during and/or at its completion—to assess the fidelity of the actual activities to the stated plans and outcomes.





