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[bookmark: _Toc181076324]BACKGROUND:

Over the last twenty-five years Juniata College has been slowly and steadily diversifying its student population.  We have grown from 4% domestic minorities in 1992 to 12% African, Latino, Asian and Native American (ALANA) students in 2014.  We have also increased our international student population from 6% to 10%.   Juniata College has successfully changed its composition and complexion, especially with regard to the cultural and racial backgrounds of 22% of our 1600+ students.  

There were understandable reasons why ALANA students did not attend Juniata in the past but through the efforts of an evolving community, we challenged those barriers and, in spite of them, we continue all-the-more, to diversify.
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Unfortunately, we have not yet witnessed similar results with regard to diversity employment.  
We have made some improvements, however, at a more gradual growth with:  8% for faculty (8.82%), 2% (2.17%) for staff, and 4% (6.43%) for administration.  Our overall average for diversity employment is currently at 5% (6.26%) of 438 employees.   We are mandated by the EEOC to report employment of domestic minorities to the Integrated Postsecondary Education Data System (IPEDS).  When individuals are hired, we ask them to self-identify as first, whether Hispanic or non- Hispanic and then, as American/Alaskan Native, Asian, Black or African American, Hawaiian/Pacific Islander, White, International and Multiracial individuals. With regard to employment, the term “domestic minority” is applied to all populations other than white and international.  We also ask individuals to self-identify as Vietnam veteran, veteran with disability, or individual with disability. (Updated Data from 2014)
Of our 151 (166) full and part time members of the faculty, ten have a domestic minority identity and three (four) have an international identity.  Of the 127 (136) members of our staff and facilities, one (three) has a domestic minority identity and one has an international identity.  Of the 176 members of our administration, seven (eleven) have a domestic minority identity and one has an international identity. 
[bookmark: _Toc181076325]
GOALS:  

Over the next decade, we hope to reap results similar to our present student population, and more.  With at least a dozen or more retirements expected in the next three years alone, the present is the best time to rekindle our community-based efforts and commitments to diversify our staff, faculty and administration.  In doing so, we further support Juniata College’s mission to “develop the skills, knowledge and values that lead to a fulfilling life of service and ethical leadership in the global community.”

Research shows the values gained and correlations made between diversity and learning.  By diversifying our employee population, we hope to inspire and enhance Juniata’s quality of living and learning through:  the cultivation of social skills; the awakening/sustenance of global citizenry and rhetorical civility; the nourishing of values intrinsic to human relationships; the broadening of scholarly activity and community service; the networking potentials for student career and advance degree options; deepening our moral and/or spiritual sensibilities; and the emboldening of our creativity. 

Diversity employment is now an institutional initiative approved by President Kepple and authorized by President Troha; it was implemented campus-wide in November 2011.

[bookmark: _Toc181076326]Many of us rely on the traditions and procedures of the past when recruiting new candidates for employment.  Most of these traditions will remain intact.  The guidelines herein are aimed to strengthen, improve and modernize what we already do.

MEMBERSHIP:

All members of the Juniata community need to become a part of the shared effort, consciousness, creativity and commitment to our campus-wide initiative:  To work together toward increasing diversity employment (and, eventually, diversity retention) at Juniata.  How?

Here are some suggestions:

· When attending conferences/workshops, consider talking about job openings (or future job openings) to qualified candidates, especially those among ALANA populations.
· If you meet ALANA students in advanced degree programs, discuss potential employment opportunities at Juniata.
· Address some of the real drawbacks to living in the area but also highlight reasons why you live here and why you decided to stay.   
· Imagine and discuss diversity employment to be a real possibility for Juniata College.  (Until we think/speak it, we won’t be able to live it.)  
· Be creative, inclusive and welcoming in your job announcements and flyers (For example see page 6)  
· Please compose a selection committee that is as diverse as possible, and encourage an open tone of inquiry in the deliberations.
· Work collaboratively and openly with the Stewards.  (Please refer to the Procedure section on page 5)


Some members of the Juniata community, known as Stewards, have been trained specifically to help.  Stewards are Juniata employees who have undergone training in diversity employment.  When the Stewards formed in the spring semester of 2012, there were twenty-two members.  Three years later, in January of 2015, we had almost doubled in size.  Now, we have almost tripled our size; there are now fifty-four Stewards in all.   

 
[bookmark: _Toc181076327]At least one Steward of Diversity will sit on each selection committee that forms.  Stewards aim to assist other members of the committee in their search, selection, and retention of qualified candidates, especially those from ALANA/international populations. In addition to helping to create a more diverse pool of applicants, the Steward serves as a full, voting member of the search committee.

As we implement our “Training the Trainers” program at Juniata the fall of 2017, we have equipped each of our four Co-Chairs (Kati Csoman; Cindy Gibboney; Kathy Jones; and Dan Welliver) with a copy of two relevant & current resources to share:

Diversifying the Faculty: A Guidebook for Search Committees 
ISBN-13: 978-0911696905
ISBN-10: 0911696903

Searching for Excellence and Diversity:  A Guide for Search Committees 
· ISBN-10: 0615711782
· ISBN-13: 978-0615711782
PROCEDURE:

1. Before the search begins, a Steward is selected. The Office of Human Resources will contact an available Steward and once confirmed an email is sent to the steward and program chair.  That Steward will then meet with the Chair/Program Director of the search committee to discuss procedural options. 
2. In collaboration with Human Resources, the Steward will assist in the review of the job description and offer advice on relevant classified sites before placing the ad. 
3. Stewards will meet with the search committee to facilitate a preliminary discussion of institutional goals and inquiries regarding diversity employment. 
4. Stewards will participate in the review, selection and voting process of candidates for the specified position.  Stewards will also be involved in the interview processes. Note: the stewards is a full voting member of the committee.
5. Stewards will make relevant connections with volunteers on campus who are willing to invest time to make the candidate’s site visit and interview more welcoming and meaningful.
6. Stewards will collaborate with the rest of the committee and the candidate for relevant & useful feedback.
7. Mindful of confidentiality, the Steward will then share his/her observations with the other Stewards.
8. In an effort to assess the strength of this initiative, Stewards of Diversity who participated in search committees in any given academic year will give a report to the College, through Human Resources and the Office of Diversity and Inclusion (ODI), detailing the search committee’s successes in enhancing the diversity of the hiring process.  (The timing for this report will be decided by the ODI and Human Resources)
9. Diversity Employment training will continue and evolve as we learn from one another so that more emphasis can be placed on Diversity Retention.
10. If your department seeks additional information/training regarding diversity employment, please feel free to request it through Human Resources and the ODI.
  
[bookmark: _Toc181076328]Stewards are volunteers with a shared vision, working toward a common goal.  We welcome your heartfelt insights and helpful suggestions. Thank you for your efforts.
EEO/JOB STATEMENTS:

Juniata College’s current EEO statement, job announcement, and non-discrimination policy state:
Juniata College, a highly ranked, national liberal arts college of 1,600 students located in the scenic Allegheny Mountains of central Pennsylvania…
Juniata College will take positive steps to enhance the ethnic and gender diversity on its campus. The College commits to this policy not only because of legal obligations, but because it believes that such practices are basic to human dignity.  AA/EEO
Our College is committed to maintaining a work environment that is free of discrimination … based on an individual's race, color, religion, gender, national origin, age, disability, ancestry, genetic information, ethnic origin, marital and parental status, veteran status, citizenship status, sexual orientation, gender identity or expression, or because of any other protected status of an individual or that individual's associates or relatives. 
Collaboratively discussed, debated and drafted by the ODI, HR, members of the Diversity Committee and the Stewards in 2011, Juniata College’s job announcement aims to attract a diverse range of qualified applicants:
[bookmark: _Toc181076329]Juniata College takes positive steps to enhance diversity in both its community and its curriculum.  The College commits to this policy not because of legal obligations but because it fully believes that such practices are basic to human dignity.  AA/EEO

GUIDELINES FOR STEWARDS:

Stewards are encouraged to: 

1. Model what we seek from other members of the Juniata community with regard to diversity employment  
2. Follow the steps outlined in these Guidelines.
3. Assist the selection committee with choosing the job announcement option.  Use this process to prompt a discussion of our shared goals. 
4. Seek assistance from the co-chairs, other Stewards when doubtful or confused.
5. Report back to the ODI
6. Be willing to share relevant (and non-confidential) information with other members of the campus community 
7. Consider using questions like these as guideposts when working with search committees: *

· Why do people want to come to Juniata?  (By focusing on why they don’t want to come, we lose sight of our mission)   
· What makes Juniata College exciting to people?
· Why did you come to Juniata?
· What makes you want to stay here?
· What do you value about this geographic area?
· What do we mean by that notion of “fit”?
· What do we mean by “experience?”
· What do we value in terms of “research?”  Why?
· What does “quality” mean in terms of hiring the most qualified candidate?
· What is your experience working with diversity?  Working with ALANA communities?  Give an example.  (While this question is not only useful to ask the job candidates, it might also be useful to ask the search committee)

*What, as an institution, can we do more of?
· Actively find a more diverse applicant pool
· Targeted advertising and outreach (e.g. HBCUs, career services of peer schools, conferences, personal contacts) 
· Explaining the Steward’s role so the entire search committee is informed
· Entire search committee should be involved with the search process from start to finish
· Begin to ask questions about diversity at the beginning of the search process
· Support the people that are already engaging in “diversity work”
· Greater transparency about resources 
· Assistance with temporary housing
· Childcare
· Life management
· Focus more on relational, tangible skills than names of institutions
· Selling the positives of the Huntingdon community
· Improving Huntingdon community relations
· JC presence at Mayfest, Hartslog (craft or ethnic foods booth)
· Educating committee on what is available in Huntingdon
· Student involvement on search committees
· Training for students by Stewards members
· Formal mentoring for new administrators
· Steward follow-up with new hires
What, as an institution, can we do less of?
· Apologizing for location
· Making assumptions (certain people won’t want to come here)
· Having a pre-defined candidate
· Looking for someone who will “fit”
· Resistance to the process
· Reluctance to do the “hard work” (acknowledging and confronting our own bias)
· Inferiority complex and privileged credentials (for some positions)

*Adapted from the research of Dr. Tiffenia Archie, Temple University, who consulted with Stewards of Diversity at Juniata in both the fall of 2011, spring 0f 2012 and again in the fall of 2016.  
At the interactive workshops on diversity employment facilitated by Dr. Tiffenia Archie from Temple University, Stewards shared insights and concerns about interview processes.  Much of what emerged is highlighted in this outline.

Key Ideas and Strategies to Assist Stewards
All members of the Juniata community are pivotal at this exciting time in the College’s history.  We can also expect to be busier and hopefully, more engaged the next couple of years.  The Stewards are a resource to the College as it undergoes change and advances its mission.  By being more attentive to our own “Unconscious Bias,” we can perhaps awaken it elsewhere.  All Stewards should be prepared to address questions and comments:
1.  “Why bother?”   
a. Diversity Employment has become an institutional imperative.  The College has become more diversified with regard to student population.  We aim to continue to hire employees who relate directly to students with regard to race, ethnicity, gender, religion and so forth.  Students often seek mentors who share common backgrounds and understandings.  In fact, all of us gain and grow.  Research shows repeatedly the correlation between diversity and quality of education.  (References available soon on the shared drive)
2. “What if the candidate doesn’t want to come to Huntingdon?”  
a. Ask, “Why are you here?  What brought you here?  Why did you stay?”  Consider letting the candidate decide for him or herself. 
3. When developing the profile for the position, relevant questions can include:   (a) Who are we excluding; (b) What do we mean by skill set?  Research?  Years of experience?  Why?
4. When the focus of attention shifts to “fit” or “match,” remind committee that Juniata is an evolving community and that change can help us become more competitive and creative.
5. A key question also to ask is, “How do we want this person to change us?”
6. What don’t I understand about this candidate based on my own background?
7. What kinds of considerations are we giving to nonverbal behaviors?  Are we reading into behaviors?  For example, if a woman is outspoken, do we regard her as “dominant” while a similar quality in men might be regarded as a sign of “strong leadership?”
8. Do we share an appreciation for diverse communication styles or is a particular communication style being sought?  Expected?
9. In what ways are we looking for someone who looks like, thinks like (etcetera) me/us?  In what ways do we feel more comfortable because the individual is similar to us?  Diversity often asks us to feel uncomfortable.  How might the tension be helpful?  (Acknowledge fears & hopes)
10. When interviewing candidates, ask for specifics:  What have you done to promote diversity in your department? What have you done to recruit women and minority faculty?  Can you give an example of when you mentored a person of color or another person of minority status?
11. Consider the educational contributions and values that diversity brings to our shared mission.  

“Key Ideas” prepared by Grace Fala, Ph.D. / February 8, 2012, intro modified by co-chairs Jan 2018.
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The Office of the President, the Office of Diversity and Inclusion, Human Resources, the Diversity Committee and the Stewards of Diversity are grateful for your investment of time and for your commitment to our shared vision.  Please contact the ODI and/or Human Resources with questions, concerns or insights.  Thank you.
These Guidelines were reviewed and updated in June, 2017 by former Chairperson, Grace Fala, and Director of Human Resources, Gail Ulrich.  
Co-Chairs for the 2017-2018 academic year are: 
Kati Csoman; Cindy Gibboney; Kathy Jones and Daniel Welliver
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Employee Diversity
2014	All Employees	Admin 	&	 Staff	Faculty	5.2854122621564498E-2	3.5598705501618103E-2	8.5365853658536606E-2	2015	All Employees	Admin 	&	 Staff	Faculty	6.5677966101694907E-2	4.5751633986928102E-2	0.102409638554217	2016	All Employees	Admin 	&	 Staff	Faculty	6.6945606694560594E-2	3.9899999999999998E-2	0.113	2017	All Employees	Admin 	&	 Staff	Faculty	6.4049586776859499E-2	3.9199999999999999E-2	0.11046511627907001	



Diversity Among Incoming Students
Domestic ALANA Students	2000	2001	2002	2003	2004	2005	2006	2007	2008	2009	2010	2011	2.7624309392265199E-2	2.3460410557184699E-2	3.2000000000000001E-2	4.4619422572178498E-2	6.6666666666666693E-2	5.8394160583941597E-2	7.1428571428571397E-2	6.6312997347480099E-2	8.8937093275488197E-2	0.101092896174863	0.11401425178147299	0.12396694214876	2000	2001	2002	2003	2004	2005	2006	2007	2008	2009	2010	2011	International Students	2000	2001	2002	2003	2004	2005	2006	2007	2008	2009	2010	2011	2.4861878453038701E-2	2.0527859237536701E-2	2.4E-2	1.8372703412073501E-2	7.6923076923076901E-3	3.4063260340632603E-2	3.5714285714285698E-2	5.5702917771883298E-2	3.6876355748373099E-2	5.4644808743169397E-2	4.9881235154394299E-2	7.1625344352617096E-2	Incoming Year
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