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UH Administrative Procedure A9.540 prescribes the affirmative action steps all departments must
take in the “Recruitment and Selection of Faculty and Administrative/Professional/ Technical
(APT) Personnel.” A9.540 guidelines are but a skeleton for your search process and leave quite a
bit of room for department initiative. To help your DPC or search committee take more active
measures, we offer the following suggestions gleaned from studies done by the University of
California, Ohio State University, and other affirmative action programs across the country.

Pre-Recruitment Planning

To be effective, affirmative action recruitment should be a well-planned strategy.

Invite women and minority colleagues to chair or participate on search committees. The
“Catch 22” is when these groups are so underrepresented among tenured faculty that we end up
exhausting their time and good will. Where appropriate, some search cominittees have drawn
on faculty from related disciplines or professionals from outside agencies. This not only
promotes affirmative action but strengthens your collaborative efforts in the community.

Sponsor an EEO/AA briefing for your search committee. The EEO/AA Office can brief
your committee on lawful and unlawful pre-employment inquiries, confidentiality issues,
effective interviewing techniques, checking references, and avoiding conflicts of interest and
other potential flaws in the search process.

Carefully write position descriptions to attract a diverse applicant pool. One college
replacing a labor historian agreed to advertise for candidates specializing in “labor or women's
history” and succeeded in attracting several good candidates who might have otherwise assumed
their work would be marginalized.

With the severe fiscal restraints facing the University, many departments will be analyzing their
programmatic needs. Departmental introspection can help to counter the tendency of faculty to
“replicate themselves and their specialties.”

Specify a closing date that gives you a longer than standard recruitment period. You can
use the extra time to work your networks and write letters to prospective candidates.

Extend the closing date and re-advertise the position if recruitment efforts do not yield a
reasonable number of applicants from underrepresented groups. During the search process for a
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Models and Graduate Mentoring

Use visiting appointments to diversify your faculty and to establish contacts with historically
Black or minority institutions. Temporary or visiting appointments can also be used to identify
outstanding senior faculty for recruitment.

Invite promising young scholars in for guest lecture series so they can become familiar with
the campus, and so you can get a taste of their work. Given our relative isolation, a “look-see”
appointment can be a way of encouraging potential female and minority candidates to consider
relocating to Hawai ‘i.

Support faculty and students in your department who want to start a campus chapter of a
professional organization that supports women or minorities. This can become a formal
mechanism for encouraging your department to offer mentoring, professional contacts, and
resources for women or minority colleagues and graduate students. Local organizations such a
the Hawai‘i ACE Network of Women Leaders in Higher Education, Seciologists for Women in
Society, the Hawai‘i Association of Women in Science, and Hawai‘i Women Lawyers have
contributed to the professional development of women at UHM by presenting colloquia,
providing role models and peer support, and influencing department policy.

Contact fellowship and postdoctoral programs that target women and minorities.

Grow your own. At UHM we have a unique advantage for encouraging women and minorities
to pursue careers in teaching or academic administration. We have a number of undergraduate
programs that have an untraditionally high representation of women students which reflects the
very high labor force participation rate for women in Hawai‘i. We also have a uniquely multi-
ethnic student body with many talented individuals. Students who hope to pursue academic
careers in Hawai ‘i might be encouraged to do graduate or postdoctoral work at other universities
where they will obtain the background they will need to compete successfully for faculty or
administrative positions at the UH.

Leadership

Recruitment and retention strategies are not an affirmative action panacea. An effective program is
one that contains interactive elements at all levels of the institution. Examples range from
mentoring programs for women and minority faculty, to diversifying the curriculum to match the
diversity of teachers and learners. Campus safety and the physical accessibility of our facilities are
as much a part of an affirmative action program as the sex and ethnic diversity of our students and
employees. These components evolve from a point of view that is reflected in the everyday
operation of our academic programs and workplace environment.

Achieving such a planning and operational perspective requires strong leadership. The UH Manoa
- affirmative action program is your program. If you make it a priority, and if you are persistent, you
will have an impact on faculty diversity and the climate of your departments.




