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I. The following are suggestions from the members of the Faculty Diversity Summit Team (Jeanne Ferrante, Ross Frank, Jorge Huerta, Eduardo Macagno, Kit Pogilano and Olga Vasquez) . made at our June 6 meeting.

A. We need to point-out where we are doing poorly.

B. We should ask SVCAA Chandler to send the “Self Assessment for Achieving a Culture of Inclusion” to all of the Deans, who would then send this to each of his Chairs in order that each department would complete the Self-Assessment and return it to us via the SVCAA. Further, it was suggested that each Chair justify her/his responses. We would then see how honest our faculty colleagues are being about their commitment to faculty diversity. 

C. In all of our findings re faculty numbers we need to disaggregate.

D. We should ask faculty/departments in the Physical Sciences to address how they could, in fact, promote diversity.

E. We need to develop a definition of excellence. 

F. Kit will ask the Senate Council to fill-out the Self Assessment.

G. “Charting the Course” must have language that addresses diversity at all levels as well as faculty. i.e. curricular diversity, etc. [see below]

II. The following recommendations were compiled by Ross Frank based on the above and his further observations.

A. Recommended new language proposed for UCSD recruitment based on newly approved language at UC Davis:
“UC San Diego is an AA/EEO employer dedicated to building a culturally diverse faculty committed to working within and teaching a diverse population.  All qualified applicants are encouraged to apply and will be considered.  We especially encourage women, minorities, individuals with disabilities, and veterans to apply.”

B. Language in the next Charting the Course call that: 

1. explains the UC and UCSD commitment to diversifying the faculty and the reasons why achieving faculty diversity are desirable and necessary (links to recent campus and system-wide statements)

2. defines the terms "historically underrepresented minority " and "underrepresented minority " as is applied to UCSD's faculty demography

3. encourages proposals for multi-department and cross-divisional cluster hires that would diversify the intellectual life of the university and contribute to constructing an environment conducive to the recruitment and retention of historically underrepresented minority faculty (e.g. CA Cultures)

4. recognizes that good faith efforts at attracting faculty that diversify the department (and retaining excellent appointments) will strengthen requests for FTE

5. makes clear that the diversity component will be taken into consideration in FTE allocation under this CTC process

6. asks each department to: 

a. describe the historically underrepresented minority availability within a sub-field choice for requested FTE compared to underrepresented minority availability for the field as a whole.

b. justify sub-field choice if historically underrepresented minority availability is lower than that for the field in general taking into consideration departmental hiring history and record historically underrepresented minority graduate student training within the sub-field at UCSD.

c. submit a detailed plan of recruitment to maximize availability of historically underrepresented minority prospects within the application pool.

d. describe the CTC FTE requests within context of the general departmental plan for working within and teaching a diverse graduate and undergraduate population at UCSD (part of revised APM 240)

C. Proactively use the diversity council and networks of interested faculty to generate other ideas and support for campus implementation.
