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University of Massachusetts Lowell

Equity in Hiring and Recruitment Strategy 

Equity in hiring begins with a recruitment strategy that is inclusive and guided by principles that affirm the value added of a diversified workforce.   As search committee chairs, our responsibilities are then twofold; 1) put forward recruitment practices that attract a wide variety of qualified applicants, and 2) exercise good faith efforts to address workforce underrepresentation as indicated in the Affirmative Action Plan.  Employer’s commitments to diversify and to adhere to fair hiring practices are strengthened when the region we serve sees highly, talented and diverse faculty and staff who reflects a similar composition.   As we continue to implement best practices in diversity and inclusion, we simultaneously engage in on-going self-study and analysis of the hiring and selection process.  This self study must encompass all aspects of that process.  To facilitate search committees in assuming more responsibility and accountability for their searches, we have developed a mechanism to document those practices for every job search, and for each search committee.   In this measurable way, the chair of the search committee demonstrates proactive support of and accountability for increasing diversity in the workforce.   This is consistent with the University’s Hiring Training and University Policy on Equal Opportunity, Administrative Announcement No. 5. 
Please complete the following and attach it to your recommendations for hire. 
Search  Committee 
Hiring Official:    _________________________________

Date:  ____________

Names of Committee Members and department/Name of external Committee Members
Position:  ____________________________________________________________________

Department: _________________________________________________________________
Candidate Selected:  ____________________________________________________________

Phase One:  Recruitment Strategy
1. Describe your hiring process including committee selection, timeline, and other pertinent information. 
2. What specific steps have you taken to ensure a diverse candidate pool?

Phase Two:  Candidate Evaluation and Selection
3.  Uploaded the candidate selection matrix, questions, and evaluation or ranking information used to determine who would be telephone screened and invited to campus in PeopleAdmin.

4. What challenges, if any, did the Committee have in recruiting candidates?
5. Please describe how the candidate selected will contribute to your departmental goals and the University’s overall mission.

Phase Three:  Completion of Process
6.   For candidates not selected changed the applicant status and reasons for non selection in PeopleAdmin.
7.  In order to complete the hiring process, please review the report with the Equal Opportunity & Outreach Department, and then attach it to your requisition in PeopleAdmin so that the offer can be approved. 
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