Equal Employment Opportunity Evaluation/Summary 2008 

Statement of Commitment

Eastern Illinois University assures equal employment opportunity in all its policies regarding recruiting, compensation, hiring, other benefits, transfers, promotions, and layoff and recall practices.

These policies are and will be administered without regard to race, color, creed, religion, ancestry, national origin, age, handicap, sex, marital status, or political or union affiliation, except where sex is a bona fide occupational qualification.   Eastern Illinois University will give full consideration to the employment of disabled or handicapped persons.

Eastern Illinois University believes that special measures and extraordinary efforts are required to prevent discrimination and eliminate it within the organization.  The University is committed to an ongoing, sustained effort in support of this belief.
Eastern Illinois University encourages initiative and personal leadership by individuals as the best means to ensure success of equal opportunity/affirmative action efforts. It is the responsibility of each member of management, from the president to a first-line supervisor, to give this nondiscrimination policy full support through leadership and personal example. In addition, it is the duty of every employee of Eastern Illinois University to create a job-environment atmosphere which is conducive to our nondiscrimination policies.

Overall responsibility for the direction of equal opportunity policy, programs, and practices has been assigned to Cynthia Nichols, who serves as the Director of the Office of Civil Rights and Diversity, 581-5020.

Policy Overview – IGP #174
America draws its strength and vitality from the diversity of its people.  Eastern Illinois University is enriched by building a pluralistic campus that celebrates and draws upon the talents of all its students, faculty, and staff.

 

Eastern Illinois University provides equality of opportunity in education and employment for all students and employees.  Discrimination based upon race, color, sex, religion, age, national origin, ancestry, marital status, disability, Vietnam War veteran status, or any other basis of discrimination precluded by federal and state statues, is strictly prohibited.  Moreover, as prescribed by federal guidelines, the University is committed to a program of affirmative action to alter patterns of employment which indicate underrepresentation of members of minority groups and women.  The University further pledges itself to a program of affirmative action as prescribed by statute to employ, and advance in employment, disabled veterans and veterans of the Vietnam War era.

 

AFFIRMATIVE ACTION PROCEDURES FOR SPECIFIED  

VETERANS AND APPLICANTS AND EMPLOYEES WITH 
DISABILITIES - Policy #172

 

In compliance with Section 503 of the 1973 Rehabilitation Act, the Vietnam Era Veteran's Readjustment Assistance Act of 1974 as amended, and the Americans with Disabilities Act of 1990, the University shall refrain from discrimination against any otherwise qualified employee, or applicant for employment, because he or she has a disability, or is a special disabled veteran, a veteran of the Vietnam era, a recently separated veteran, or other protected veteran. In addition, the University shall take certain types of affirmative action to employ and advance in employment otherwise qualified persons with disabilities, special disabled veterans, veterans of the Vietnam era, recently separated veterans, and other protected veterans.

 

For purposes of affirmative action, a special disabled veteran, a veteran of the Vietnam era, a recently separated veteran, other protected veteran, and a disabled individual are defined as follows:

 

Special disabled veteran means (i) a veteran of the U.S. military, ground, naval or air service who is entitled to compensation (or who but for the receipt of military retired pay would be entitled to compensation) under laws administered by the Department of Veterans' Affairs for a disability (A) rated at 30 percent or more, or (B) rated at 10 or 20 percent in the case of a veteran who has been determined under Section 38 U.S.C. 3106 to have a serious employment handicap or (ii) a person who was discharged or released from active duty because of a service-connected disability.

 

Vietnam era veteran means a person who:  (i) served on active duty in the U.S. military, ground, naval or air service for a period of more than 180 days, and who was discharged or released there from with other than a dishonorable discharge, if any part of such active duty was performed:  (A) in the Republic of Vietnam between February 28, 1961, and May 7, 1975; or (B) between August 5, 1964, and May 7, 1975, in all other cases; or (ii) was discharged or released from active duty in the U. S. military, ground, naval or air service for a service-connected disability if any part of such active duty was performed (A) in the Republic of Vietnam between February 28, 1961, and May 7, 1975; or (B) between August 5, 1964, and May 7, 1975, in any other location.

 

Recently separated veteran means any veteran during the one-year period beginning on the date of such veteran's discharge or release from military duty.

 

Other protected veterans means veterans who served on active duty in the U.S. military, ground, naval or air service during a war or in a campaign or expedition for which a campaign badge has been authorized.  The information required to make this determination is available at http://www.opm.gov/veterans/html/vgmedal2.htm.

 

A person with a disability is any person who (1) has a physical or mental impairment which substantially limits one or more of the person's major life activities, (2) has a record of the disability, or (3) is regarded as having a disability.

 

Disabled veterans, veterans of the Vietnam era, recently separated veterans, other protected veterans, or individuals with disabilities who believe they are eligible and would like to be considered under this affirmative action procedure are invited to identify themselves voluntarily to the Civil Rights and Diversity Office.  Submission of this information is voluntary.  Refusal to provide such information will not subject the individual to discharge or disciplinary treatment.

 

Information concerning an individual's medical condition or history shall be kept confidential, except that (1) supervisors and managers may be informed regarding restrictions on the work or duties of individuals with disabilities as they pertain to necessary accommodations, (2) first aid and safety personnel may be informed where appropriate, if the condition might require emergency treatment, and (3) government officials investigating compliance with the aforementioned Acts shall be provided relevant information upon request.

 

Persons with disabilities or disabled veterans shall be given an opportunity to describe (1) any special methods, skills, and procedures that qualify the person for positions that otherwise would present difficulties because of a disability and (2) the accommodation that the employing department might make that would enable a disabled person or disabled veteran to perform the job properly and safely, including special equipment, changes in the physical layout of the job, elimination of certain duties relating to the job, or other accommodations.

 

Distribution of EEO and other Nondiscrimination Information 
The university undergraduate catalog prominently lists the following in the inside cover:

a. Cultural Diversity: America draws its strength and vitality from the diversity of its people. Eastern Illinois University is enriched by building a pluralistic campus that celebrates and draws upon the talents of all its students, faculty, and staff.
b. Compliance with the Americans with Disabilities Act of 1990:  In accordance with the Americans with Disabilities Act (ADA), no individual shall be discriminated against on the basis of disability in the full and equal enjoyment of the goods, services, facilities, privileges, advantages, or accommodations of the University. Further, no qualified individual with a disability shall, by reason of such disability, be excluded from participation in or be denied the benefits of the services, programs, or activities of the University or be subjected to discrimination by the University.  
c. Sexual Harassment and Non-discrimination Policy:  It is the policy of Eastern Illinois University that sexual harassment of one member of the campus community by another will not be tolerated. Additionally, sexual harassment is illegal, and may include conduct from one employee toward another or from one student to another. Eastern Illinois University also provides equality of opportunity in education and employment for all students and employees. Discrimination based upon race, color, sex, religion, age, national origin, ancestry, marital status, disability, Vietnam War veteran status, sexual orientation, or any other basis of discrimination precluded by federal and state statutes is strictly prohibited. For additional information concerning sexual harassment or discrimination or to file a complaint, contact the Civil Rights Office at (217) 581-5020.
d. Sexual Harassment and non-discrimination materials are disseminated as follows:

Brochures are mailed to all employees annually.

Posters placed on bulletin boards in campus buildings periodically (generally each semester).
Ongoing training for new student workers regarding harassment and discrimination prevention is pursued in coordination with the Student Employment Office.

Mandatory training requirement for new employees regarding harassment and discrimination prevention.

Equal Employment Opportunity Overview
Recruitment and Networking –

Unions representing employees in the University will be asked to refer qualified minority group personnel and women. All solicitation advertisements will state that the University is an equal employment opportunity employer committed to achieving a diverse community.

Appropriate advertisements will be placed in newspapers and academic journals (both print and electronic) which are targeting members of minority groups and also women. 
Further, the University will request appropriate minority group and women's organizations to assist in making known the University's policy and will advise such groups of available employment opportunities. When the need for skilled applicants arises and the University decides to recruit at schools and educational institutions, schools having large minority and female enrollments will be included in the recruiting schedule.

The following excerpt is from the Internal Governing Policy #14 regulating the search 
process for faculty positions (similar language is also included in the administrative 
employment policy #12):

“The Chair/Unit Head and the Civil Rights Director shall discuss the composition of the department's faculty members and the department's recruitment and retention efforts for persons from underrepresented groups. The Chair/Unit Head is responsible for developing a recruitment plan that encourages the formation of a large, diverse, highly qualified applicant pool.”
Job postings for faculty and administrative positions are placed in the University Newsletter to support and advance the promotion of qualified underrepresented employees.  

Representatives from the Office of Civil Rights and Diversity regularly meet with hiring agents at the beginning of the search process in order to ensure that the affirmative action program is followed and that committees apply the principles of equal employment opportunity in the interview and selection process.  
All vacancy announcements shall carry the following statement: "Eastern Illinois University is an equal opportunity/equal access/affirmative action employer committed to achieving a diverse community.”  Advertisements with limited space may close with the following: "EEO/AA."
Recruiting sources are made aware that the university is an equal opportunity, affirmative action employer.

C.
Training
On-the-job training programs, as well as other training and educational programs to which the University gives support or sponsorship will be regularly reviewed to assure that minority group and female candidates, as well as all other employees, are given equal opportunity to participate. The University will take affirmative steps to ensure that all training programs are accessible to qualified female employees.

Appropriate steps will be taken to give active encouragement to minority group employees to increase their skills and job potential through participation in available training and educational programs. The University will seek the inclusion of qualified minority group members in any apprenticeship program in which the University participates.

D.
Layoffs, Terminations, and Downgrades 

Layoffs, terminations, and recalls from layoffs will be made without regard to race, color, creed, religion, ancestry, national origin, age, handicap, sex, marital status, or political or union affiliation, except where sex is a bona fide occupational qualification, and full consideration will be given to the employment of qualified disabled or handicapped persons.

E.
Benefits and Compensation
There will be no disparity in the compensation received by minority group employees and other employees for performing equivalent duties, and opportunities for performing overtime work or otherwise earning increased compensation will be afforded without discrimination to all employees. No disparity as to compensation received by male or female employees for performing equivalent work will be tolerated.

V.
Action-Oriented Programs
The university continually monitors and reviews recruitment and retention efforts regarding the affirmative action plan.  Additionally, new programs, efforts, and activities are initiated each year with the goal of ensuring equal opportunities and increasing the diversity of applicant pools for all positions.
Information about affirmative action and the principles of equal employment is reported to the Provost, the President, Trustees, and others.  Information is also posted on the University web site. 

A.
Ongoing efforts and programs include:
1. Requiring all positions, both administrative and faculty, to advertise at least regionally, and preferably nationally with very limited exceptions.  (Eastern employs faculty members who complete doctorates at campus located across the nation.  This data is tracked annually.)
2. Meeting with hiring agents to ensure that they are aware of their affirmative action responsibilities and the expectations for equal employment opportunities.  The responsibility of employees to network with professional contacts is particularly stressed as the most effective recruitment tool.
3. Reviewing the search process at each step to ensure that appropriate affirmative action measures are followed and that the principles of equal opportunity were applied.  Appropriate measures including canceling or extending search will be applied in those instance with hiring agents have not complied with these requirements. 
4. Evaluating the total selection process to ensure freedom from bias.
5. Placing advertisements in local and national resources to generate large, diverse applicant pools.  These include, but are not limited to:

a. The Illinois Committee of Black Concerns in Higher Education,
b. Hispanic-Jobs.com

c. Asian-Jobs.com

d. Illinois Job Bank

e. Mailing vacancy announcements to selected mid-western colleges and universities with the largest minority student enrollments.

f. Disabledperson.com (Recruitability)

g. Diversity Inc.

h. Academic Careers Online

i. Higheredjobs.com, and

j. Sending vacancy announcements to recent minority and women Ph.D. recipients who may qualify for open positions.

B.
New efforts planned for FY10 include:

1. Increasing advertising in major journals targeting underrepresented groups to generate even larger and more diverse applicant pools.

2. Attend selected university career days – promoting all potential employment opportunities at Eastern Illinois University 
3. Working with Human Resources to increase applicant pool diversity for civil service positions.

4. Moving to new online tracking system to collect affirmative action/equal opportunity data from applicants for faculty and professional positions.

5. Moving to new online surveys of newly employed faculty and other professional staff to evaluate perceptions of the search process and to identify any issues pertaining to equal employment opportunity. 
VI. Challenges 
The university faces many challenges in its effort to achieve a workforce that is representative of society as a whole. 
A. Faculty Hiring
1. Very low turnover – Each year the university has only approximately 22-28 vacancies in continuing faculty positions.  The university has made great strides in recent years in increasing the number of new-hires of underrepresented faculty members, however, with a faculty of approximately 460 +/-; progress in increasing the overall percentage of minority faculty members is slow.  (See multi-year faculty employment table.) 
2. Applicant availability – In some disciplines there is a very low percentage of minorities who receive Ph.D.s each year.  Tenure-track faculty positions require a terminal degree.

3. Location – EIU is located in Charleston, Illinois, which is in rural East-Central Illinois.  The seven counties that surround EIU have a very small minority population (less than 5%).  The Charleston area is considered rural and agricultural.  Opportunities and amenities that exist in urban and suburban areas are often-times more appealing to many candidates, including some who are members of minority groups or who are women.
4. Dual Career Couples/Partners – There are few employment opportunities for two career couples.  Eastern Illinois University is the largest employer in the seven-county region. 
B. Civil Service Hiring

1. Very low turnover – EIU is the major employer in Charleston, Illinois.  Consequently, civil service employees tend to be less transient and are more likely to remain employed.  There are fewer opportunities for employment in the Charleston area which makes civil service employment very attractive for local residents.

2. Small minority population in seven county areas – The minority population for the seven counties surrounding Charleston is estimated to be less than 5%.  This makes it more difficult to attract and retain minority employees.
3. Civil Service “Rule of Three” – Illinois civil service rules require applicants to go through a testing process in order to be eligible for job interviews.  Individuals with the top three scores are selected for interviews and the hiring agent may only choose among this group.  This process limits the flexibility of hiring agents to consider job-related factors not necessarily discernible on a civil service exam.

C. Administrative Hiring
1. Very low turnover –Each year there are only 10-20 vacancies which make increasing the overall diversity of the group more difficult.  Nonetheless, Eastern attracts and employs individuals in percentages comparable to availability and similarly situated campuses (see multi-year employment table). 
2. Location – EIU is located in Charleston, Illinois, which is in rural East-Central Illinois.  The seven counties that surround EIU have a very small minority population (less than 5%).  The Charleston area is considered rural and agricultural.  Opportunities and amenities that exist in urban and suburban areas are often-times more appealing to minority candidates.
3. Dual Career Couples/Partners - There are few employment opportunities for two career couples.  Eastern Illinois University is the largest employer in the seven-county region. 
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