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Campus Impact

The Office of Equal Opportunity, also referrednidhis rgportk & G0 KS GhFFAOSE 2NJ h9hsz
Y2YAU2NARY3I O2YLI Al yOS ¢AdK {-HiKrimingtibndehddnthaiags@ent 9 |j dzl
policies as well as federal and state laws and regulations; investigating and resolving complaints of
discrimination and harassment on the basis of sex, sexual orientation, race, color, religion, national origin,
ancestry, disability, age, or veteran status; monitoring institutional employment practices and procedures; anc
conducting training programs andgsentations on Equal Opportunity/Affirmative Actigmacialand sexual
harassmentinda wide range of diversity programs and workshops in order to ensure the most wholesome
and productive learning and working environment for students, faculty and dtadividuals who believe they
have been unlawfully harassed or discriminated against are encouraged to ctraadffice.

Staff members from the Office serve as members on various university committees as well as community
groups that include the Equal @grtunity CouncilCommittee for People with DisabilitieBghavioral

Consultation Teanfaculty Behavior Concerns Task Fatd@UI Diversity Cabinet, Diversity Dialogue Group,
Diversity Management Committee, IUPUC Diversity Cabinet, Indiana Divergityt&aa, Intergroup
5AFf23dz2Ss {OK22f 2F bdzZNEAY3IQa 5AGSNERAGE 3 9y NROK
/ 2YYAGGSSE {GFFF [/ 2dzyOAtfx . €tFO1 CIOdA G§& FyR {GIFF
Advisory Councigndthe Ohio Diersity Committee.
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The primaryfunctions andasksof the IUPUI Office of Equal Opportunity dur2@lOincluded

e Affirmative Action Plan

Employment Monitoring

Investigatingcomplaints ofharassment and/or gcrimination

Reasonable Accommodations

Progran Developmentaind Training

Liaison tdfederal andstate agencies on matters involving EEO/AA practices, policies, and charges

of discrimination

|.  AFFIRMATIVE ACTION PLAN

Development of the IUPUI Affirmative Action Plan (AAP) is one of the primary rdspes of the Office
of Equal Opportunity. In essence,the AAPisagn8p2 G 2F (G KS ! yA O3S NH Athed QA&
following components

Workforce Analysig representation of women and minorities across organizational units

Job Group Angsis¢ summarizes the workforce by a set of broad occupational categqries
grouping job titles with similar job content, similar pay, and similar promotional and/or
developmental opportunities

Availabilityc looks at the current workforce by job gro#s compared to individuals available
in the workforce based on U.S. census data, graduation statistics, the internal labor pool, and
other relevant sources

Comparison of Incumbency to Availabilitgompares the current representation afomen
andminorities in our workforce to availability estimates to determine where we need to make
greater efforts to reach parity and diversify the workforce.

Goal Setting; goals are set for job groups where the incumbency and availability statistics are
significantlydifferent. TheOffice of Equal Opportunityneets with each dean/vice
chancellor/major uniteaderto review their current workforce profile, identify opportunities

for recruitment in the immediate future, and discuss efforts and strategies to meet waskfor
goals for women and minorities.

Unit Action Plart each dean, vicehancellor and/or senior leader of a major unit submits a
Unit Action Plan (UAP) to the Office that describvegor efforts and strategies for reaching
identified goals. The APshoud address specific outreach efforts to recrigitnale and

minority faculty and staff, professional development opportunities for them, and opportunities
for recruitment which are anticipated over the next several yeansaddition the UAPshould

link mponents of the plan to IUPQRiversity Performance Indicator8loreover, OEQ a
annualmeetingwith the Deanssenior andexecutivemanagemenincludes aeviewof their
progress towards goals araddiscussion ddtrategies for achievingarity for their individual

units and the campus as a whole.

The IUPUI Affirmative Action Plan is availaivldine at:
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http://www.iupui.edu/~oeo/reports/2010AAP.pdf

[I. EMPLOYMENT MONITORING

Analysis bemployment activity as it relates to hires, promotiotsinsfers, anderminations is required by
Department of Labor regulations. The Office of Equal Opportunity captures and monitors recruitment,
referral, screening and appointmeattivity for eachfaculty and professional staff vacancy to ensure the
continuity and integrity othe hiring process for all academic and professiatalff positions. Employment
dataare maintained in theUniversityQ @ntline Application system (U-OLA for professional siff andthe
Faculty Applicant Monitoring system (FAM) faculty. These systems facilitate the search process and
ensure compliance with capturing federally required data relativediection and placement decisians

While OEO staff members are aable to assist search committees with strategies for diversifying the
applicant poolSearch and Screen Protocols (S&#)ing modulesare also available aline toassist
faculty, staff and students in their work as a member of an IUPUI search committedink to ths web
site can be found abttp://www.iupui.edu/~oeo/sstraining/index.html. In addition, a resource listing is
available at tislink http://www.iupui.edu/~oeo/documents/recruitresources.pdf whichcan help
facilitate diversifying the applicant pools.

Applicant counin the following summarys based on recruitment for positions appointddring the tme
period01/01/10¢ 12/31/10. Applicants who applied to positions that were withdrawn are excluded from
these numbers since Adverse Impact Analysis can only be conducted against searches that end successfi

Summary of Faculty & Professional Staff
Recruitment, Appointments and Separations

Faculty Professional Staff
2010 | 2009| 2008 2010 | 2009 | 2008

Total Applicants 4907 | 4,170]| 3,435 Total Applicants 15,619 | 9,077 | 10,931
Total Appointments 267 | 169| 221 Total Appointments 293 | 219 327
Total Exceptions Approved 4 12 22 Total Exceptions Approved 4 1 9
Total Exceptions Denied 1 9 4 Total Exceptions Denied 5 0 1
Total Separations 165 | 173| 165 Total Separations 222 | *191 216
Pending Appointments 16 33 35 Reclassifications 71| *101 130
Search Exception Justifications: Search Exception Justifications:

Programmatic Need 2 3 13 Programmatic Need 4 1 6
Target of Opportunity 0 4 1 Target of Opportunity 0 0 1
Transfer 1 5 8 Transfer 0 0 2
Spousal Accommodation 1 0 0 . Spousal Accommodation 0 0 0

Note: Faculty data excludes Adjuncts, Part-time, Postdoctoral, Visitors, and Volunteers

* Reflects a change in the 2009 totals as the professional staff (PA01) classification was inadvertently excluded
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2010 Employment Monitoring Activity

By Constituent Group
Faculty
Grand
Male Female Unks Total Wht Blk Asn Hsp NA NHOPI Multi Unk Total
Applicants 1,547 722| 2,638| 4,907| 1,241| 116| 792| 85 1 1 15| 2,656| 4,907
Appointments 140 127 0| 267| 181 17| 58| 4 0 1 6 0| 267
Pending
Appointments 3 4 9 16 7/ Ol O] O 0 0 0 9 16
Exceptions
Granted 4 0 0 4 41 0 0 0 0 0 0 0 4
Separations 99 66 0| 165| 111| 6| 42| 3 1 0 2 0| 165

Note: Faculty data excludes Adjuncts, Part-time, Postdoctoral, Visitors, and Volunteers

Professional Staff

Male Female Unks Total Wht Blk Asn Hsp NA NHOPI Multi Unk

Applicants 4,689 9,867|1,063|15,619(10,148|2,827| 881| 335| 19 13| 257|1,139| 15,619
Appointments 84 208 1 293 238 33| 16 2 0 0 2 2 293
Exceptions
Granted 3 1 0 4 3 1 0 0 0 0 0 0 4
Separations 73 149 0 222 168 23| 22 5 0 0 4 0 222
Reclassifications 19 52 0 71 62 2| 4 1 0 0 2 0 71

Legend:

Wht White Asn Asian NHOPI  Native Hawaiian/Other Pacific Islander

Blk Black Hsp Hispanic Multi  Two or more races

Unks Unknown Gender NA Native American Unk Unknown Ethnicity

Sources: IUPUI OLA/FAM, IUIE, s:/rimorgan/2010/fac_council
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2010 Separations
By Constituent Group

Faculty Separations

Type Classification

Academic Research  Scientist | Grand

Specialist Faculty Lecturer Librarian  Associate  Scholar | Total
18/20 Retirement 0 29 0 0 0 0 29
Cancellation of Hire 0 2 0 0 0 0 2
Death 0 7 0 0 0 0 7
Emeritus Retirement 0 2 0 0 0 0 2
End of Appointment 3 5 0 0 8 2 18
IU Retiree Status 1 1 2 0 1 0 5
Multiple Job Situation 1 0 0 0 0 0 1
Resignation 4 59 8 1 17 11 100
Total Disability 0 1 0 0 0 0 1
Grand Total 9 106 10 1 26 13 165

Separation by Faculty Constituents

1

W 18/20 Retirement

M Cancellation of Hire
W Death

W Emeritus Retirement
m End of Appointment
U Retiree Status

= Multiple Job Situation

[ Resignation

Total Disahility
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2010 Separations

By Constituent Group

Professional Staff Separations

Type Classification

Admin  Aux Health Info  Media  Research Facilities Student Grand

Service Service Prof Tech Relations Develop Services Services Total
18/20 Retirement 0 0 1 0 0 0 0 0 1
Death 0 0 0 0 0 0 1 0 1
Expiration of Contract 0 0 0 0 0 0 0 1 1
Indiana Clinic 6 0 4 3 1 0 0 0 14
IU Retiree Status 8 0 3 2 4 2 1 0 20
Job Abandonment 0 0 0 0 0 1 0 1 2
Medical 1 0 0 0 0 1 0 0 2
Reduction in Force 7 1 3 3 5 6 0 3 28
Resignation 27 5 28 18 11 25 2 24 140
Term Hire to Hourly 1 0 2 1 0 4 0 0 8
Separation 2 0 1 2 0 0 5
Grand Total 52 6 42 29 21 39 4 29 222

140

Separation by Staff Constituents

| 18/20Retirement

H Death

m Expiration of Contract

M Indiana Clinic

M |U Retiree Status

m Job Abandonment
Medical
Reduction in Force
Resignation

® Term Hire to Hourly

Separation
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[1l. COMPLAINTS

Responsibility for addressing complaints of discrimination or harassment (sex, race, religion, national
origin, disability, sexual orientation, etc.) is a major responsibility vesttdthe Office of Equal
Opportunity by theChancellor. The Offiaesesa threepronged approach to categorizing complaints:

1)

2)

3)

Consultative Approach which could include verbal conversations between the complainant and the
respondent, as appropriateThese are issues raisegl complaining partieandgenerally involve
exploratory meetings with individuals to understand their concerns, rights and responsibilities within
the university environment, to offer advice on alternative solutions, and to identify appropriate
resources for resolutionWhilethese issuesre addressed by théxffice, theydo not rise toalevel

of illegal harassment adtiscrimination. OEO will consult, make an assessment, and intervene as
appropriate, which may include facilitated discussidmst noofficial notice of complait or

investigatory reporwill be issued.

Mediation which is an intervention to work with both the complainant and the respondent to help
them reach a mutually agreed upon resolution. OEO will assess the situation to determine whether
mediation is apprpriate. Either the Complainant or the Respondent may refuse mediation or, once
commenced, end mediation at any time. No adverse inference is to be drawn from any such
decision.

Formal Investigation includes a comprehensive investigative approach. OH@ake a

determination on the classification of the complaint. OEO will make a preliminary assessment that
the issués) raised warrant a formal investigation. OEO will provide notification to the relevant
parties and Decisional Authority, as appropriaté OEO determines a need for immediate interim
action, e.g. removal, reassignment, administrative leave, or suspension, such actions will be
administered by the Decisional Authority.

Ll t | L Q&pemthdBrdcddures for Processing Complaints ofriigtation can be accessed at
the following link:

Agency complaints are charges of digimination filed withgovernmentalcompliance agencies such as
the U.S. Equal Employment Opportunity Commission, Indiana Civil Rights Commission, U.S.
Department of Justice, and U.S. Department of Educagiorfice for Civil RightsThesecomplaints

are handled by theOffice of Equal Opportunitgn behalf ofthe Indiana UniversityPurdue University
Indianapolis campus
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2010
Complaint Data by Approach

Total
Complaints
Consult Mediate Investigate Agency Court Filed
Faculty 15 1 2 1 0 19 13%
Staff 63 2 1 9 1 76 51%
Students 34 2 3 5 1 45 30%
Other 5 0 1 3 0 9 6%
Total 117 5 7 18 2 149 100%
Total
B Consult
H Mediate

M Investigate
M Agency

m Court

Other: Visitors and/or other non-employee related complainants
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2010
Complaint Data by Approach

Female
Complaints
Consult Investigate Agency  Court Filed
Faculty 11 1 1 0 0 13 14%
Staff 42 0 3 1 47 49%
Students 23 2 2 4 0 31 33%
Other 2 0 1 1 0 4 4%
Total 78 4 4 8 1 95| 100%
Female

1

M Consult

u Mediate

W Investigate
W Agency

m Court

Complaints
Consult Mediate Investigate Agency Court Filed
Facuty 4 0 1 1 0 6 11%
Staff 21 1 1 6 0 29 54%
Students 11 0 1 1 1 14 26%
Other 3 0 0 2 0 5 9%
Total 39 1 3 10 1 54| 100%
Male

B Consult

B Mediate

W Investigate
W Agency

m Court
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2010
Complaint Data
Summary by Basis

‘Consult Mediate  Investigate Total
Age 4 0 0 1 1 6
Race/Color 18 1 0 8 2 29
Disability 23 2 0 5 0 30
Gender 6 0 3 4 0 13
Veterans 1 0 0 0 0 1
National Origin 4 0 0 1 0 5
Religion 2 0 0 0 0 2
Retaliation 2 0 1 6 0 9
Sexual Harassment 16 0 1 0 0 17
Sexual Orientation 2 0 1 0 0 3
Academic Environment 11 0 1 0 0 12
HumanResources 28 2 0 0 0 30
Gender Equity 5 0 0 0 0 5
Violence in the Wonilace 0 0 2 0 0 2
Other 6 0 0 0 0 6
Total 128 5 9 25 3 170
Complaint Data by Basis uAge

M Race/Color

M Disability

B Gender

W Veterans

B National Origin

M Religion

B Retaliation

W Sexual Harassment

m Sexual Orientation

m Academic Environment
Human Resources
Gender Equity
Violence in the Workplace
Other
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2010
Complaints Data
Summary by Basis

Students

Consult Mediate Investigate Court Total
Race/Color 4 1 0 3 1 9
Disability 9 1 0 1 0 11
Gender 4 0 0 1 0 5
Veteran Status 1 0 0 0 0 1
National Origin 1 0 0 0 0 1
Retaliation 0 0 0 2 0 2
Sexual Harassment 8 0 0 0 0 8
Sexual Orientation 1 0 1 0 0 2
Academic Environment 8 0 1 0 0 9
Human Resources 1 0 0 0 0 1
Total 37 2 2 7 1 49

Students B Race/Color

M Disability

m Gender

W Veteran Status

m National Origin

m Retaliation

M Sexual Harassment

M Sexual Orientation
Academic Environment

® Human Resources
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\Consult Mediate Investigate Agency Total

Age

2010

Complaints Data
Summary by Basis

Faculty

0

0

Race/Color

Disability

Gender

National Origin

Sexual Harassment

Academic Environment

Faculty Human Resources

Gender Equity

Violence inthe Workplace

OIN W KRR WDNEFEIFLIDN

NN B[RRI R RN

Total

-
D

RPIO ORI O OO0l 0o|0o

llellel ol eolieoll Jieolleolle]lNe]

AN OO O|O|[OIN OO

N
N

Faculty

H Age

MW Race/Color

m Disability

W Gender

H National Origin

W Sexual Harassment

W Academic Environment

m Faculty Human Resources
Gender Equity

M Violence in the Workplace

Pag 12



2010
Complaints Data
Summary by Basis

Staff
~ Consult  Mediate Investigate Court  Total
Age 2 0 0 0 1 3
Race/Color 11 0 0 4 1 16
Disability 13 1 0 3 0 17
Gender 1 0 0 1 0 2
Religion 2 0 0 0 0 2
Retaliation 3 0 1 4 0 8
Sexual Harassment 6 0 0 0 0 6
Sexual Orientation 1 0 0 0 0 1
Academic Environment 2 0 0 0 0 2
Gender Equity 3 0 0 0 0 3
Human Resources 26 1 0 0 0 27
Other 1 0 0 0 0 1
Total 71 2 1 12 2 88
Staff .

M Race/Color

M Disability

H Gender

M Religion

M Retaliation

M Sexual Harassment

m Sexual Orientation

m Academic Environment
B Gender Equity

B Human Resources

m Other
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‘ Consult \ Investigate Agency Total

Complaints Data
Summary by Basis

2010

Other

M Sexual Harassment

M Retaliation

W Other

Age 0 0 1 1
Disability 1 0 1 2
Gender 0 0 2 2
Sexual Harassment 1 1 0 2
Retaliation 0 0 1 1
Other 3 0 0 3
Total 5 1 5 11
Other

W Age

M Disability

m Gender
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IV. REASONABLE ACCOMMODATIONS

TheOffice of Equal Opportuniti involved in the reasonable accommodation process for faculty, staff and
students. Pursuant to the Amieans with Disabilities Aéémendments Acbf 2008(ADAAA), the Office

works closely with supervisors, faculty, staff, students, Adaptive Educational Services, and the Departmer
of Occupational Health Services to determine whether individuals with aitligatve qualified under the

law, and to ensure that they are affordedeasonable accommodation to perform their jolsd/or in the
classroom.

The Office also investigates claims of discrimination under theA®aAd works with schools and
departments to remedy those claim®During2010the Office processedeasonable accommodation
requestsfor eleven staff members and facilitated eleven accessibility complaints for staff members,
students and/or visitor(s).

Accommodation/Accessibility Issues

W Staff
B Students

W Other
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V.PROGRAM DEVELOPMENT AND TRAINING

The Office implemented an dime Preventing Sexual Harassment (PSH) trainingprogramdesigned to
educate users about sexual harassment, applicable university policies and procedures, and the law. Tt
programhas several modules thaicorporate scenarios relevant to faculty, staff, administrators,
supervisorsstudents, as well as the medicammunityand concludes with an exam and certificate

upon successful completion.

L!'t!LQa 9ljdzr f hLIIRZ2NIdzyAde / 2 dzyndland the Fa2whZandeStati K G
Councils endorsed the practice that all IUPUI employees &hudl parttime faculty and staff) be

required to successfully completa online PSH training module. Therefore, beginning January 1, 2011
all current employees W be required to successfully compleda online PSH training module by June

30, 2011 unless they can document that they have successfully completed it or attended a comparable
classroom training program within the past three years. For current emplaye¢save completecn
2YyEAYS t{1l GNIAYAYy3a Y2Rdz S Y2NB GKIy GKNBS &SI
GCANERYGS ! aSNE O2dzZNAS® LYy FFTRRAUGA2YS it SYLXz2esS
O2YL)X SGS-¢CAKS & @sb MNiEhi 9 2lays of assuming their position.

This web site links to the automated,

online PSH training program. d9etraining modules explain state and federal laws, university polices,

and procedures for reporting inappropriate condudtheyalso hae illustrations of what constitutes

sexual harassment, including words or actions that some may not recognize as being difuéspe

others. Although this training program is not a substitute for discussions and other shared activities, it i
a way for each of us privately to come to understand our personal responsibilities for creating an
atmosphere of dignity and mutual respt for everyone.

The Office also implemented dme Search and Screen Protocols (SSP) training modules to assist

faculty, staff and students in their work as a member of an IUPUI search committee. As an employer,
IUPUI has an obligation to ensure fass and equity in every search process and open and Hyased
searches help to achieve the most diverse applicant pools. Open searches are important to our
demonstration that diversity is an educational value. This is something that we ascribe tinasesity
and full, fair and open searches help us to achieve that goal.

This web site: links to the automated, online SSP
training modules.These search and screen protocols are divided fiwedistinct modules.

1. Thed { S N K modil® i®ifténded as a general guide to the recruitment, selection and
FLILRAYGYSYd LINRPOS&dAa Fa Y2YAU2NBR o0& thd t! LQA
search process as it relates to the search committee, the job/position description, experience,
advertising and recruitment, applicant screening, and addresses the challenges and strategies fc
increasing the applicant pool.

2. Thed v dzA O Guitldineddor PreS Y LJ 2 & Y Sy (i modufelprawidsslinfoemation about
0KS R2Qa [yR R2yQia Fra (kKSe NBf{IIGS (2 (GKS ¥
candidates. These tips are specifically directed towards gender and family mattensaageal
origin and citizenship, disabilities, and other characteristics.
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3. Themoduleomw | ANAY 3 gAGK GKS ! YSNAOIyYya gAlK,aBdh al ¢
known as the ADAAA, speaks to affirmative and negative phrases regarding disghibtredes
general tips about the appropriate manner in which to interact with people living with a
disability, and provides guidelines for communicating with individuals with various disabling
conditions.

4. Theda / dzf ( dzNJmodule expldres £0 aspeaté culture that candidates bring into the
interview process and how some of what tends to get in our way is grounded in culture.

5. And lastlyd wl S NJoeusldnEhalliiases that we bring and attribute to individuals as we
engage in the search and sen process.

The Office partners with Human Resources Administration (HRA) for preséniegofthe six modules

of the Fundamentals of Supervision (legal compliance) training serieshese modules include equal
employment opportunity/affirmative aton, sexual harassment, and Americans with disabilitlas.
addition to the compliance training, this partnership has resulted in the development and offering of
Mediation training to interested staff and faculty within the [IUPUI community. Mediati@ning in
particular is beneficial to those individuals whose role may require assisting others in the resolution of
disputes.

The OEO staff dedicates a significant amount of its time to the development and implementation of
workshops and presentatioriBat increase and enhance the awareness of the campus community of
equal opportunity and inclusion. The Office delivers compliance training and workshops on a variety of
EEO/AA topics to students, faculty, staff and others members of the university coymirhrough

these efforts, various training programs was presented to approximatef/ participants that

included Sexual Harassment Prevention, ADA, Diversity, EEO/AA, Faculty Applicant Monitoring, and
Search and Screen protocols
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2010
Participant Data by
Training and/or Presentations

Type \ Staff \ Faculty Student Community Total
ADAAA 55 0 0 10 65
Diversity 0 46 35 106 187
EEO/AA 55 0 0 10 65
Ethics 0 0 30 0 30
Harassment Prevention 0 0 55 0 55
Sexual Harassment 55 82 83 0 220
OnlineSexuaHarassmen{PSH) 150 10 199 0 359
Leadership 0 0 35 0 35
Mediation 0 50 0 0 50
OEO Report Card 0 50 0 0 50
Searchand Screen 71 72 4 1 148
Outreach 0 75 150 15 240
Total 386 385 591 142 1,504
Training Modules Training by Course Module = ADAAA
by Constituents m Diversity
142 W EEQ/AA
m Ethics
m Staff = Harassment Prevention
m Sexual Harassment
B Faculty m Online Sexual Harassment [PSH)
= Student ® Leadership

 Mediation

[ | Community B OEO Report Card

M Search and Screen

W Qutreach

* Qutreach includes staff participation in various campus-wide activities
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VI. LIAISON TO FEDERAL AND STATE AGENCIES

TheOfficeis involved irfederal and state as well as local and natioor@anizations related tds

regulatory responsibilitiethat include the Indianandustry Liaison Group (an alliance between the OFCCP,
Department of Labor and major federal contractors), the Equal Employment Opportunity Commission, the
Indiana Civil Rights Commissitime Diversity Cabinet of Central Indiana, the Ameridarociatiorof

Blacks in Higher Education, Society for Human Resource Managemdrihe American Association for
Affirmative Action. Additionally, #hOffice works with and responds to all federal and state compliance
agencies when charges of discrimination ordsmment are filed against the University.

VII.GOALS AND OBJECTIVES

The Office was successful in completing all goals established in 2010 with the exception of the
development of a welbased faculty application process and a presence at Staff Orientation.

/ Implementthe Online Search and Scre@&hmotocols training modules
/ Refine the Disability Accommodation Requiéstm
/ Broadencommunication of the Search and Screen process camwles
/ ContinueMediation training to campus constituents
/ Maximize opportunities to iorease image building across the campus
Welcome Week
/ Faculty Orientation

Jagperk®iscount and Resourdeair

X Staff Orientationg increase image building across campus

X Explore and develop webbased faculty application procegmext generation of FAM

In addition tothe on-goingfunctions and responsibilitieshe Officehas identifed goals and objectives for
2011 that intude:

Participation at Staff Orientation to increase an awarenekthe Office across campus

Exploration of a welihased faculty applicant tracking processext generation

Monitor and track compliance for completion of the-tine Preventing Sexual Harassment module
Publisha bi-monthly Newsletterfrom the Office

Realevelop theCampus Civility Statement

Move the Office of Equal Opportunity to the Safeco Building

Continue to serve as a member of various campus committees and community organizations

NogahkwhpE

Pag 19



IUP U
Office of
Equal Opportunity

Compliance Communicatns

Page 20



Pag 21



IUPUI
OFFICE OF EQUAL OPPORTUNITY

INDIANA UNIVERSITY-PURDUE UNIVERSITY INDIANAPOLIS

TO: Deans, Directors, Department Heads, Chairpersons, HR Liaisons, Fiscal Officers and Managers

FROM: Kim D. Kirkland, Ed.D.
Director, Office oEqual Opportunity (OEO)

DATE: February 4, 2011
SUBJECT: IUPUI Search and Screen Protocols (SSP) Online Training Modules

Search and Screen Protocols Online Training Modules have been developed to assist faculty, staff and students in the
work as a merher of an IUPUI search committee. As an employer, IUPUI has an obligation to ensure fairness and equi
in every search process and open and brbaded searches help to achieve the most diverse applicant pools. Open
searches are important to our demomation that diversity is an educational value. This is something that we ascribe to
as a University and full, fair and open searches help us to achieve that goal.

These search and screen protocols are dividedfimtodistinct modules

1. Thea { S| NP K $sinterided as a general guide to the recruitment, selection and appointment process as
Y2YAG2NBR o0& L!t!LQa hFTFAOS 2F 9ljdzat hLILRNIdzyAGe o
committee, the job/position description, experiea¢ quantity v. quality, advertising and recruitment, applicant
screening, and addresses the challenges and strategies for increasing the applicant pool.

2. & v dzA O Guitiéline®ifor PreS Y LI 2 @ YSy GLINB/ MR NEK SEMETF 2 NI | A 2ts/as they 2 dzii
relate to the formal interview as well as informal discussions with candidates. These tips are specifically
directed towards gender and family matters, age, national origin and citizenship, disabilities, and other
characteristics.

3. al ANRKY T KeS\ O YSNAR Ol ya gAGK 5Aal 0 Aspelks to Sffirmative and hedaBvg R Y S
phrases regarding disabilities, provides general tips about the appropriate manner in which to interact with
people living with a disability, and provides gelides for communicating with individuals with various disabling
conditions.

4. &/ dzf G dzNJexplores2l0las@eéts of culture that candidates bring into the interview process and how some
of what tends to get in our way is grounded in culture.

5. & wl {MNBKEUBES on the biases that we potentially bring and attribute to individuals as we engage in the
search and screen process.

Please use these modules to educate yourself as you begin this critical venture. There are few activities that we
undertalke that are as critical as recruiting and selecting employees. It's the employees, after all, that put the face on
IUPUI. How well searches are conducted directly affect the institution's ability to reach its goals and viséoordmf

the best urbaruniversities, recognized locally, nationally, and internationally for its achievements. While we believe
that all members of the [IUPUI community can benefit from participating in these training modeesramgly

encourage Search and Screen Committeenters to review each module in its entirety prior to the launch of the
search process. The modules are availablefgat//mypage.iu.edu/~tnjohnso/EOE_Master/index.html. Questions

AAAAA

canlB RANBOGSR G2 L!t!LQa hTTRIE 2F 9ljdzd t hLILR NI dzyA e
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IUPUI
OFFICE OF THE CHANCELLOR

INDIANA UNIVERSITY-PURDUE UNIVERSITY

INDIANAPOLIS

TO: Deans, Directors, Departmehieads, Chairpersons, HR Liaisons, Risdal Officers
FROM: CharleR. Bantz, Chancellor

DATE: Januanyl9, 2011

SUBJECT: OnlinePreventing Sexual HarassméRSH)'raining Module

IUPUI is a community that values every individual. As a center of learning and research, as a work place, and as a civi
space, we are commtéd to civility, respect, and diversity. Thus, all of us must work to prevent sexual harassment and
gender discrimination. Sexual harassment is a form of employment discrimination prohibited under Title VII of the Civil
Rights Act of 1964, as amendedfalts under the category of discrimination based on sex. In education, sexual
harassment of students is a form of sexual discrimination prohibited under Title IX of the Education Amendments of
1972.

In 2009, the EEOC, at the federal level, processed B22arges of which 28,028 (30%) were based on sex. Likewise,
L!'t!LQa hTFAOS 2F 9ljdzZrf hLILRNIdzyAdGe LINRPOSaaSR mmc 02
complaints, 19 (73%) alleged sexual harassment. Moreover, 2008 produced similar réduhe 103 complaints, 27
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Advisory Council and the Faculty and Staff Councils have endorsed the practice that all IUPUI empleyeespdut!

time faculty and staff) be required to successfully complete the ordlineNB @Sy G A y 3 { SESH) tfainihgl NJ &
module. | have ampleted the module myself and found it both informative and easy to use.

Therefore, beginning January 1, 2011, all current employees will be required to successfully complete the online PSH
training module by June 30, 2011, unless they can documenthiegthave successfully completed it or attended a
comparable classroom training program within the past three years. For current employees that have completed the
2YEAYS t{1l GNIYAYAYy3 Y2RdzZ S Y2NB (KIy GRNBS GE&EXNACRARI
O2dzNES® LYy IRRAGAZ2YS |ff SYLX2e8SSa yS¢ (2A¥8S!) BISNEL O
within 90 days of assuming their position.

This web sité links to the automated, online PSH training
program. This training module explains state and federal laws, university polices, and procedures for reporting
inappropriate conduct.tlalso has illustrations of what constitutes sexual harassment, including words or actions that
some may not recognize as being disrespectful to others.

Please use this tool to educate yourself and others about an important issue so that we maintaimpaonwki the
quality of our community life. Although this training program is not a substitute for discussions and other shared
activities, it is a way for each of us privately to come to understand our personal responsibilities for creating an
atmosphere oflignity and mutual respect for everyone.
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[UPUI
EQUAL OPPORTUNITY REAFFIRMATION

Memorandum to IUPUI Faculty, Staff, and Students from Chancellor Charles R. Bantz on Mag 25, 200‘

At IUPUI, diversity means three things:

1. diversity is an educational and social asset to be reflected in our learning and work objectives;

2. the persons who comprise our academic community reflect both the current diversity of our
service region as wedls the evolving demographics of a state and city that aspire to participate
fully in a global society; and

3. IUPUI's social and physical environment will enable all of its members to succeed to the fullest
extent of their potential.
(Vision for Diversityta UPUI Adopted 2001)

Having diversity in classrooms, research labs, clinical practice settings, and places of work are essential to
the fundamental work of the Universityf students are to learn, they must be encouraged to ask

guestions, seek knowtlye from those with whom they disagree, and take part in open and honest debate.
The ability to learn from and use diverse perspectives is instrumental to constructive problem solving and
good citizenship. Therefore, it is essential that the campus hawenvironment that encourages

interaction among individuals of diverse backgrounikreover, all employees expect and deserve to

work in a healthy, supportive atmosphere that respects differences.

To help accomplish this, the Trustees of Indiana Unityeeslopted an equal opportunity/affirmative action

policy that is based on resolutions dating from 1969 and reaffirmed unanimously in T&@3rustees

a0 GSRT aLY NBFFFANNAYI (KAA LRftAOeI ¢gKAOmManéel & &SN
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Each year, IUPUI reaffirms its commitment to equal opportunity and to observing requirements embodied
in federal and state laws, executiveders, guidelines, and regulations designed to promote affirmative
action and assure equal opportunity in education and employm@éstpart of that reaffirmation, we

expect deans, directors, and others who have administrative responsibility and auttoocigyry out the
policies of the trustees and to pursue our shared diversity goals effectilrebddition, we expect

employees to perform their duties in a manner that clearly reflects the principle of equal opportunity in
every aspect of university difthrough collaboration, cooperation and collegiality.

The equal opportunity policy at IUPUI prohibitiscrimination or harassment againgnyone based on
race, color, religion, national origin, sex, sexual orientation, marital status, age, disabiligteran status.
Retaliation against any person who complains of, or participates in, an investigation of unlawful
discrimination or harassment is also prohibitedVe will continue to promote and provide equal
opportunity in education and training progms, employment, admissions, and all other activities for
faculty, staff, and studentsAll personnel actions, such as compensation and fringe benefits, transfer,
promotion, training for employees, as well as all universjtgnsored social and recreatial programs, will
be administered in accordance with our equal opportunity policy.

Responsibility for communicating, interpreting, and monitoring the equal opportunity policy resides with
Kim D. Kirkland, Director of the Office of Equal Opportunity BUI. This office maintains a comprehensive
program which has been accepted by all relevant agencies of the federal governimen©Office of Equal
Opportunity is located in the Union Building, 620 Union Drive, Suite 117, Indianapolis, INVi62@2.

(317) 2742306 or TDD: (317) 27200.

Pag 26



[UPUI
SEXUAL HARASSMENT POLICY

BACKGROUND/SUMMARY
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verbal or physical harassment of a sexual nature. Harassment does not have to be of a sexual nature,
K26SOSNE | yR OFy AyOfdzRS 2FFSyaArAgdS NBYINJya Fo2dzi
woman by makig offensive comments about women in general. Both victim and the harasser can be

either a woman or a man, and the victim and harasser can be the same sex. The harasser can be the

victim's supervisor, a supervisor in another area, avooker, or someonavho is not an employee of the

employer, such as a client or customer.

lf 0K2dAK GKS fl 6 R2SayQli LINPKAOAG aAYLXS (SraAay3a:
very serious, harassment is illegal when it is so frequent or severe that iesradtostile or offensive

work environment or when it results in an adverse employment decision (such as the victim being fired

or demoted).

POLICY

IUPUI is subject to and governed by the Indiana University Policy Against Sexual Harassment, adopted by
the Indiana University Board of Trustees on June 15, 1998. Indiana Uniursilye University

Indianapolis (IUPUI) does not tolerate sexual harassment of students or employees of the University and
responds to every complaint, providing proper remediatwimen harassment is determined to have

occurred.

This policy is designed to protect all members of the University community. It applies to relationships
among peers, superior/subordinate relationships, as well as all individuals, regardless of their@ende
sexual orientation.

PROVISIONS

Faculty, staff and students have the right to raise issues of sexual harassment. Harassment or retaliation
against complainants or others who participate in an investigation of a complaint will not be tolerated.
Appraopriate and prompt disciplinary or remedial action will be taken against persons found to be engaging
in such harassment.

Sexual harassment can be a grievous action having serious arafhing effects on the careers and lives
of individuals. False aggations can have a similar impact. Thus, a charge of sexual harassment will not be
taken lightly by a complainant, a respondent, or any other member of the University community.

COMPLAINT PROCEDURES

Faculty, staff or students who believe they have bserually harassed, or who believe they have observed
sexual harassment, should notify their supervisor, an academic or student service dean or official and/or
Kim D. Kirkland, Director of the Office of Equal Opportunity within a reasonable time. BotH &ortha
informal procedures, including mediation, shall be utilized to resolve complaints and other incidents of
sexual harassment. Complaints received by administrators or supervisors should be forwarded to the
Office of Equal Opportunity for investigatiand resolution. The Office is located in the Union Building,
Suite 117, 620 Union Drive, Indianapolis, IN 46202. Voice: (31-230B4or TDD: (317) 27800.
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[UPUI
THE AMERICANS WITH DISABILITIES ACT AMENDMENTS ACT OF 2008

BACKGROUND AND SUMMARY

TheAmericans with Disabilities Act (ADA), Public Law 10336, was enacted on July 26, 1990,

provide a clear and comprehensive mandate for the elimination of discrimination against individuals
with disabilities.” This federal legislation requires equal treatment of disabled persons in employment,
public services and transportation, public acooodations, and telecommunications services.

On September 25, 2008, the President signed the Americans with Disabilities Act Amendments Act
of 2008 ("ADA Amendments Act" or "Act"”). The Act emphasizes that the definition of disability
should be construechifavor of broad coverage of individuals to the maximum extent permitted by

the terms of the ADA and generally shall not require extensive analysis. The Act makes important
changes to the definition of the term "disability” by rejecting the holdings wessd Supreme Court
decisions and portions of EEOC's ADA regulations. The effect of these changes is to make it easier
for an individual seeking protection under the ADA to establish that he or she has a disability within
the meaning of the ADA

Indiana UniversityPurdue University Indianapolis (IUPUI), a public entity, as set forth in Title Il of the
ADA, is subject to the requirements oktmericans with Disabilities Act. Title Il of the ADA prohibits
discrimination against qualified individuals with disabilities with regard to services, programs and
activities at IUPUI. IUPUI is prohibited from discriminating against qualified inds/idlitla disabilities

in its employment practices pursuant to Title | of the Americans with Disabilities Act.

IUPUI NONDISCRIMINATION POLICY FOR PEOPLE WITH DISABILITIES

Indiana UniversityPurdue University Indianapolis is committed to the spirit and letifiethe Americans

with Disabilities Act. Heretofore, the University has been subject to the nondiscrimination provisions
of Sections 503 and 504 of the Rehabilitation Act of 1973. Under Sections 503 and 504, the University
has instituted various admirtigtive policies, practices and procedures to ensure nondiscrimination
against individuals with disabilities. These policies, practices and procedures have been amended to
comply with the requirements of the Americans with Disabilities Act.

Accordingly;'no qualified individual with a disability shall, by reason of such disability, be either
excluded from participation in, or be denied the benefit of services, programs, or activities" of Indiana
UniversityPurdue University Indianapolis. Moreover, no bified individual with a disability shall be
discriminated against because of the disability with regard to the job application process, the hiring or
discharge of employees, compensation, advancement, job training, and other terms, conditions and
privileges of employment.

COMPLIANCE RESPONSIBILITY
Responsibility for coordinating IUPUI's compliance with the requirements of the Americans with
Disabilities Act resides with Kim D. Kirkland, Director of the Office of Equal Opportunity.

Additional informatian on policy or complaint procedurésavailable in the Office of Equal
Opportunity located in the Union Building, Suite 117, 620 Union Drive, Indianapolis, IN 46202. Voice:
Call (317) 274306 or TDD: (317) 27200.
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