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MESSAGE FROM THE PRESIDENT

"Belmont University is a studegentered Christian communityaguiding an academically challenging education that
empowers men and women of diverse backgrounds to engage and transform the world with disciplined intelligence
compassion, courage and faith."

The Belmont University mission statement, seen above, emapBasir goal as an institution of higher education to
empower men and women diversebackgrounds. We recognize that to fully accomplish our mission, we must as an
institution reflect the diversity in the world around us in order to best understandand m¢ hat wor | dé s
people provide the heast Belmont Universityand so our faculty and staff must broadly represent the array of
perspectives we encounter every day.

In furtherance othis mission Belmont University promotes equal employmepportunities to all qualified persons
without regard to race, color, national origin, sex, disability or military service. Thtbegmclosedffirmative action
plan,we stanccommitted to reaching our goals in hiring and retaining persons who areenseofigroups not
adequately represented among cunrentfaculty, staff and administration.

Unquestionably, Belmoniniversity has madgoodprogress toward our goals, yet we must continueetdiligent in

our efforts. Ibelieve that this plaremansan importanmeans to enable us taore faithfully live out our mission of
providing an academically challenging education in
and staffoegins to mirror the broader cultuiair students Wiexperience the global interactions that are shaping the
future.

As president, pledgemy personal commitment to the values and objestembodied in this plaim addition, | affirm
Belmont's histori@and ongoing dedicatiaio the principles of nondcrimination and equal opportunity stated below:

¢ In compliance with federal law, including provisions of Title IX of the Education Amendments of 1972 at
Sections 503 and 504 of the Rehabilitation Act of 1973, the Americans with Disabilities Act of 1990,
Belmont University does not discriminate on the basis of race, sex, color, national or ethnic origin, age,
disability or military service in its administration of educational policies, programs or activities; its
admissions policies; or employment.

¢ BelmontUniversity bases employment decisions in accord with principles of equal employment opportul
as outlined in the plan and will take affirmative action to achieve our goals.

e Bel mont Universitybdés actions i n ludiedtransfermamd t o p e
promotions, compensation, benefits and training will be administered without regard to race, sex, color,
national or ethnic origin, age, disability or military service.

The members of the senior leadership team assist me in adnmigisker provisions of this plan. They are responsible
for assuring that the University's policy is carried out within their respective administrative areas. The Director of
Human Resources monitors the University's compliance with equal employmenuojip@nd affirmative action laws
and coordinates and implements the provisions of the affirmative action plan.

Sincerely,
Robert C. Fisher
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Affirmative Action Plan for Women and Minorities

Introduction

Belmont University is committed to good faitHiehative action effort and equal opportunity in all
aspects of employment, including recruitment, selection, placement, training, promotion, transfer,
terminations, compensation and working conditions. This Affirmative Action Plan reflects that comimitmel
This plan was developed to meet both the spirit and letter of all applicable federal and state laws concerr
affirmative action and equal employment opportunity, including Title VII of the Civil Rights Act of 1964, as
amendedTitle IX of the Educabn Amendments of 1972nd Executive Order 11246. In addition to meeting
federal requirements, this document is intended to provide assistance to employees and supervisors for
understanding and applying affirmative action and equal opportunity policgranedures.

Policy Statement

It is the policy of Belmont University to promote the realization of equal employment opportunity
through a positive continuing program of specific practices designed to ensure the full realization of equa
employment oportunity without regard to race, color, sex, national or ethnic origin, age, disability or milite
service. To that end, the Equal Employment Opportunity Policy Statement has been developed and is
included in the Staff Handbook, Faculty Handbook, ishenBelmont website, and will be included in
orientation for new faculty and staffBelmont University holds increasing the diversity of its students,
faculty, staff and trustees as an integral part of its vision statement for the year 2010. TH#I&EO p
statement t he Uni versityoés new miasdghe ¥Vision 2010 stateroent ara n d
included as Exhibit A. The EEO policy and our commitment to increasing our diverséifiareed by the
President of this University in the inttuctory letter to this Affirmative Action Plan.

Appointment of EEO Coordinator

Responsibility for implementation of affirmative action programs is placed in an EEO Coordinator.
Sally McKay, Director of Human Resources, has been appointed EB@iGatorfor Belmont University.
Her name will appear on all internal and external communications regardiogitrersityd s Af f i r ma
Action programs.

The EEO Coordiator will be given necessasgnior leadership suppamd staffing to execute this
assignment. The EEO Coordinator has been given specific responsibility to:

e Develop policy statements, affirmative action programs, internal and external communication techniqt
and monitoring systems
Assist management in arriving at solutions to prolslem

e Design and implement audit and reporting systems which will measure the effectiveness of the Affirm
Action Program, indicate need for remedial action, if any, and determine whether the goals and objec
have been obtained
Serve as liaison betwedme University and enforcement agencies

e Serve on the NCAA Certification Steering Committee as Subcommittee Chair for Equity, Welfare and
Sportsmanship for Gender and Minority issues
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e Serve as liaison between the University and private and public emplogereites for recruiting of
mi nority groups and women, as wel | as minorit
action groups concerning the employment opportunities of minorities and women

e Keep management informed of latest developmentsaientire equal employment opportunity area
Assist in identifying problem areas and estab

e Advise supervisors that their equal employment opportunity efforts will be afghdioperformance
evaluations

I dentification of problem areas

In order to more effectively utilize its resources in establishing programs, the University conducts a
number of analyses in order to identify problem areas.

e A statistical analysis of the workforce by minority group statug sex has been made at least annually.
The summary of the workforce analysis is on patyeS.

e The EEO Coordinator has reviewed the composition of the applicant flow by minority group status anc
at least twice a year. The University maintaims&bas®f applicationinformation indicating the name
of the applicant, the minority group status, the sex of the applicant, the job applied for, and the recruiti
source. Th voluntary demographiaformation is obtained as part of the online applcatrom those
applicants who provide it. PeopleAdmin is the vendor for the Belmont Jobs Online system and all
applicant information is storggermanenthon servers as part of the softwarkt least every six months,
the contents of thidatabasare smmarized by job group, and the applicant flow is compared with the
availability analysis figures. Tables summarizing the applicant flow results and effectiveness of recrui
sources are also included. (ExhibiaBd Q

e A continued area of emphasis ha&ebto improve methodto increase the visibility of openings at
Belmont University and to obtain a larger and more diverse pool of applicants. To that end, the Unive
usesan online recruitment systefmom the PeopleAdmirvendorthat is called BelmanJobs Online
Similar systems are in use b@0other colleges nationwideBelmont University is seeing increased
applications for all positions. In the last year, the total number of applicants has infreas&d83in
2006-2007 to 4,213in 2007-2008 or 32% increaseTotal minority applicants havaso increased from
637to 822 0r29% increaseBelmont Jobs Online is used for all regular staff and fagaliyppenings
Some of theollegesbeganusing the online system for adjunct instructor opgsin early 2007 and the
last college began using the online system for hiring fospiieg semester 2008 he systenmakes
applying for positionsnuch easieand provides moreaccurate andompleteapplicantdataincluding race
and sexnformation Of note, determination of rank and job group for most new tenure track faculty
positionsisd et er mi ned based on the newly hired facu
faculty applicant pool ioftenablend of2A, 2B,2C and D job groups

¢ Interested individuals can apply elmont Universityjob openings from any computeith internet
accessising the Belmont Jobs Online syste@nline training for all applicants is provided. The Office of
Human Resources also supporjskaline telgphone number that is published in the phone book. It direct
callers to the online website and gives the main HR number for assistance. In adkitsk s
provided near the Office of Human Resources for individwalksdo not have easy access tcomputer
The HR Officeprovides printed instructi@h materials and HRtaff will provideone-on-onetraining and
assistance as needed anyone requesting. it

e The University has analyzed each of its position descriptions, position titles, workdicapens,
application forms, interview procedures, test administration, test validity, referral procedures, final
selection process and similanocesse to determine whether any of thdavefactors interfering with the
hiring and advancement of qualdieninorities and women. Staff position descriptions are reviewed
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annually by both the employee and their manager as part of the performance management pragram.
Belmont Jobs Onlinsystem includea job description componewhichis updated as needed.

e The Universityanalyzests internal personnel practices annually including the hiring process, transfers
promotions and terminations. (Exhibit D)

e The EEO Coordinator is told of all involuntary terminations prior to the termination. A progressive
discipline approach isncouraged for all performancelated vork issues prior to termination
Confidential exit surveys are given to eaclifsiad faculty member whizavesthe University The
University has analyzedformation abouthose employeesho are terminated on an annual basis to
ascertain the caus®f terminatiorandto look for any departmental trenttgat would indicate unfair
treatment or discriminatory practices

e All regularstaff jobopenings are postexh bulletin boards outsidedf{uman Resourcedffice andon
the Belmont Jobs Online systemformation about employment is available on the Job &ndthrough
local Career Centers so that all employees and interested candidates will have an oppontaiity to
application for opeimgs. The Human Resources website explains the hiring process for staff, faculty at
adjunct faculty positions. First priority is given to qualified internal candidates for all staff jobs. The
posting policy is available in the staff handbook and is gfathe training for Search Committees.
Training is offered through two required mana
Manager 6s Tool box series which is available o

¢ All faculty job openingsare posted on bulletin boards outside the Human Resources &fflae listed
onthe Belmont Jobs Online systermRaculty job openings are posted on higheredjobs.com, the Chronicls
of Higher Education online, and selected other onlinepaiml media withnational academic publications
manyof which specifically target qualified minority or women candidates. Training provided to Faculty
Search Committees gives national and local recruiting sources that target a diverse pofixatioin G)
The EEO Coordinator analyzes recruitment methods and conducts cost analyses on these.

e All University facilities, University sponsored recreation and social events, and special programs such
educational assistance are available to all University erapiowithout regard to minority group status or
sex.

e The Office of Human Resources published a new
Diversityo. This brochure is given out ta al
program. In addition, copies of the brochure were given to each college so that it can be distributed t
each finalisthat comseto campus fojob interviews. The br ochur e di scusses
Presidentds support o fbasp,informatibniabogt owa Afftrmative Acsoa Planmr
and other objectives to support our diversity efforts. The Office of Human Resources aisb pagyes
with links to our Affirmative Action Plan and diversity resources.

e The University has reviewedbitraining programs, both formal and informal, to ensure they are
nondiscriminatory. These programs will be analyzed annultikg.University offers a wide variety of
programs for staff, faculty and the greater Nashville community targeted toward & gioprdation
(Exhibit E).

e Belmont has academic programs with diverse partr@re example is partneshipwith Fisk University
a local historically black universityBeginning infall, 2007 the Curb College of Entertainment and Music
Business startea program where Fisk students can take up to 18 credit hours at Belmont paying Fisk
tuition and transfer the credits back to Fisk. They can get a minor in Music Business after completing
required components. The Curb College also has a partnenghifnezHonolulu Community College for
students to take two years of Music Business classes through video conferencing from Belmont. At tf
end of the 2 year program, they can transfer to Belmgninasrs. Belmont has also begun a Social
Entrepreneursh major and a graduate program in Nonprofit Management. Both programs have
components that target a diverse community and its ndéasinman College of Health Sciences in its
APartners in Nursingo progr am wiostukests twgompiete sheirv e
nursing program at Belmont University. Those colleges are Volunteer State Community College,
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TreveccaNazareneCollege, Martin Methodist College ahhshvilleState Community Collegdhe new
School of Pharmacy has four contrations in its doctor of pharmacy program, one of which is pharmac!
missions Belmont University continues a long affiliation with the Hispanic Achievers and the 100 King
programs which support diverse young people and gives them an introductidmtmBéniversity and

the college experienceSee Exhibit E for ther programs.

¢ All technical phases of compliance have been reviewed annudlly have ascertained that our work
force attitude is conducive to the principles of affirmative action andridiacriminatory treatment for all
employees regardless of minority group status or sex. The University provides online tutorials related
awareness and prevention of all forms of harassment. The Director of Organizational Devedgficient
feedbackrom the University community and encouragesgoimg dialogughrough employee surveys,
focus groups, lunch discussions and other training sessions covering diversity issues.

o Availability statisticsareupdated annually and utilization analysis is perfed. Job groupgor staff
positionsneeding continued progress in decreasing underutilizatiswienare inthe executive
managemenievel, techniciansaand security Of note, during this plan yeahere was no hiring of
additional executive managersin the faculty, underutilization is seen in the Professor level. Through
the tenure and promotion process, over time additional progress will be seen.

e Job groups needing continued progress in decreasing underutilizatmméoitiesincludeadmiristrators
and managers, entry leyaofessional stafisupervisor levels in Plant Operations and Secuwityry and
upper levelbdministrative supparplus all levels of faculty. Although there continues to be
underutilization irall levels withinthefaculty, the University has increased the total numbeninbrities
within theregular facultyfrom 9 to 14 and now has no underutilization in the Instructor [&\a).

Through the tenure and promotion process, over time additional progress wilhbe eteer levels. The
Belmont Jobs Online system has significantly increased the numiesgudarfaculty applicants anié
beginning tgorovide a more diverse pool of applicangs] collegesbeganusing theonline systemfor
adjunct instructor hirig in the spring2008 semesterExhibit C provides information on how applicants
heard about open positioasBelmont from online ads with the Chronicle of Higher Education
Higheredjobs.comand other sourcesThe Utilization tables are found on pages4sl

Development and Execution of ActiorOriented Programs

Where a comparison of availability of minorities and women for job groups to their percentages in the
Uni versityds jJjob group popul ati on i ndliadatnetatdeno
reach that gogExhibit L).

e All goals and timetables set shall be attainable

e Goals should reflect the results that could reasonably be expected from putting forth good faith eff

to make the Universitywosk Affirmative Action

Along with theDirector of Human ResourceBEO Coordinatdr, other staff members of the Office of
Human Resources are acti vel-oieniechpvogramsed i n t he Ut

¢ Mandy HodgeHuman Resources Assistaptovides general informiain and assistande individuals in
the community who are interested in working at Belmont University through paoradand in person
about Belmont Jobs Onlin&he also assists other members ofklienan Resources team with posting
positions placingadvertisementsonlinebenefit enrollment, and updating databases

¢ Donna Gwaltney, HumaResources Generalishanages the staff and faculty recruitment process and
providesjob relatednformation and assistance to applicaréhe provides advice ancining to search
committees to assist in finding local and national recruiting sources that target a diverse population
appropriate for each searcB8heassists the Director wittnanagingnformation related taompensation
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andpersonneissuesand trairs staff and faculty on employment legal issu8ke manages the H1B and
permanent residency processing for non citizen employ8ée often teaches Human Resources courses
as an Adjunct Instructor in the College of Business.

e Susan Saunders, Assistantdaitor of Human Resourcesanages the benefits for Belmont University.
She annually surveys employees about benefits issukkeads a diverse benefits team composed of staf
and faculty which provides feedback on the insurance and benefits needdafemsand their families.
This information is provided to theeniorleadership of the UniversityShe participates with other
members of the Human Resources office in providing training related to Diversity issues and helps te:
Legal Wellness Couesthat addresses fair treatment of employees. Along witDiteetor, she serves as
a primary resource for staff and faculty employee relations issues.

e DeborahBaruzzini Director of Organizational Developmentanageshe training and professional
development opportunities provided to staff and facuifudingtraining about diversityharassment
awareness and sexual harassment prevention. Along wibhréetor, she providstrainingabout
affirmative action andequal employment opportunitySheprovidestrainingrelated to job searches and
hiring processes including appropriate interview questifrsBaruzzinhas devel oped a
Tool box 0 nonhnetaihingisesies &or Belmont University magers This training includes
information about the Affirmative Action Plan, recruiting, hiring, progressive discipline, and other
management needDr. Baruzzinihas responsibilities for the annual staff employee satisfaction survey
which is reviewed by thseniorleadership of the Univsity and presented at a campus wide staff meeting
A summary of tle surveyis available onlindor all employees to viewDr. Baruzziniannuallyanalyzes
exit surveys for anyjerminationtrends Sheofferstraininga b o ut B pelfommanceé damagenten
programandaudits @chstaff evaluatiorto ensure fairness amo monitor the process

e Exhibits C andG describes variety of the resources and good faith efforts BetnontUniversity has
utilized in order to encourage and support the hiring of @oand minorities.

Internal Audit and Reporting Systems

The University, through the EEO Coordinator, reviews records of transfers, promotions, and
terminations at all |l evels to monitor -distriminabrinp a «
policies. On an annual basis, this data is summarized and sent to schools and departments for use in as
underutilization and the impact of programs on recruitment, retention and hiring. The schools and departr
can also gauge the impact @ programs to determine effectiveness of recruitment efforts, promotion, ne\
hires, demotion, and transfers. The Director of Human Resources meets with each department head an
at the beginning of each yearActto odi £d @ans atnlde t d
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Work force Analysis
Theworkforce analysis consists of a listing of each organizational unit, and the gender, racial, and ethnic
composition of each organizational unit. A unitis, in generedllege ordepartment, although some smaller
departments have been combined into more meaningful units.

Workforce Analysis Summary Regular Faculty by College

Male Females Total
Minorities Minorities Minorities
T T

College Total Males Females| @ | > | > o |w |» |[> o

o |2 |3 |8 |5 (@ |2 (3 |v |5

LIZT|5 BRI BIZ |8

(¢] (e}
Arts & Sciences | 100 46 54 1 2 1 4
54.0% 4.0%

Business 39 25 14 1 1 1 3
Administration 35.9% 7.7%
Entertainment& | 17 15 2 1011 3
Music Business 17.6% 17.6%
Health Sciences | 54 11 43 1 1
& Nursing 79.6% 1.9%
Visual & 45 30 15 1 1
Performing Arts 33.3% 2.2%
School of 11 8 3 1 1
Religion 27.3% 9.1%
University* 15 7 8 1 1
Central 53.3% 6.7%
Total Regular 281 142 139 2110 |3|1|6|0|0 |21 |0]14
Faculty 49.5% 5.0%

*University Central includes University College, Office of the Associate Provost, Honors Program, and Library
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Workforce AnalysisSummary- Adjunct Instructors by College
(includes parttime and fulktime adjunctand faculty support

positions)

Mgle N Fe_:ma]es Total

Minorities Minorities Minorities
College Total Males |Females|®m [» | > |Z o |lm |» |>» | |o

[ 0, 3 | |5 @ |2 |3 - |5

LIS |5 22 |2 8|5 |52

o O
Arts & Sciences | 101 41 60 1 (1|4 1 7
59.4% 6.9%

Business 33 23 10 1 1 1 3
Administration 30.3% 9.1%
Entertainment& | 35 28 7 0
Music Business 20.0% 0.0%
Health Sciences | 67 6 61 3 3
& Nursing 91.0% 4.5%
Visual & 123 66 57 4 1 1 6
Performing Arts 46.3% 3.8%
School of 29 20 9 1 1
Religion 31.0% 3.4%
University* 12 3 9 0
Central 75.0% 0.0%
Total Adjunct 400 187 213 6 [0 |0 |2]|1][9]|0|0 |2 20
Faculty 53.3% 5.0%

*University Central includes University College, Office of the Associate Provost, Honors Program, and Library
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Workforce Analysis Summary Staff by Major Departmental Units

Minority Males

Minority Females

Department Total | Males | Females ® 2 :(3> I g © > 5 I g _I\I_A(i)rg;rity
RIS EPR|IKEEFEPF]R
Academic Services 89 13 76 1 3 1 1|6
85.4% 6.7%
Administrative 20 6 14 0
Services 70.0% 0.0%
Athletics Dept. 41 25 16 2 1 3
39.0% 7.3%
Auxiliary Services 18 7 11 1 1
61.1% 5.6%
Business Centers 16 7 9 1 1
56.3% 6.3%
Campus Security 25 21 4 2 2 1 5
16.0% 20.0%
Enrollment Services 41 13 28 2 1|5 8
68.3% 19.5%
Library Services 10 2 8 0
80.0% 0.0%
Plant Operations 86 55 31 16 | 8 3|12 1|6 4 6 | 2 | 47
36.0% 50.0%
Senior Mgt. Offices 19 6 13 2 2
68.4% 10.5%
Student Services 47 15 32 2 3 1 6
68.1% 12.8%
Technology Services 24 15 9 1 1 2
37.5% 8.3%
Strategic Marketing & 15 6 9 1 1 2
Communications
60.0% 13.3%
University Relations 19 4 15 1 1 2
78.9% 10.5%
Total Staff 470 195 | 275 27|11 0| 3| 3| 25| 5|0| 8| 3|84
58.5% 17.8%
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Job Group Statistics

All job titles with similar content, wage rates and opportunities for advancement are grouped together
as a job group. The following list outlines the job groups being utilized by Belmont University and
the titles associated with each job group.

Job groy Job group description
1A Senior Management
1B Administration and Management
2A Faculty - Professor Rank
2B Faculty - Associate Professor Rank
2C Faculty - Assistant Professor Rank
2D Faculty i Instructor Rank
2E Adjunct Instructor and faculty support
3A Professional Staff
3B Athletics Staff
3C Entry Level Professional Staff
3D Manager Professional Staff
3E Manager Plant Operations/Security
4A Administrative Assistant Ill
4B Administrative Assistant Il
4Cc Administrative Assistant |
5A Technician
5AS Technician Supervision
6A Skilled Craft
6AS Skilled Craft Supervision
7A Security Staff
7AS Security Supervision
7B Plant Operations Staff
7BS Plant Operations Supervision
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Titles by job group

Group No
1A

1B

3A

HR Title
Provost/COO

Vice President

Vice President and University Counsel

Director IlI

Assaociate Provost & Dean of Student

Assaociate Provost and Dean of Enroliment

Services
Director Il

Executive Director

Accountant
Administrator/Trainer
Assistant Manager
Associate Minister
Associate Registrar
Budget Analyst

Chief Technical Engineer
Coordinator |
Coordinator Il
Coordinator Il

Counselor

Database Administrator
Database Administrator Sr.
Director |

Director Il

Editor

Human Resources Generalist
Manager

Nurse

Photographer
Programmer Analyst
Senior Systems Analyst

Social Work Trainer
Special Consultant to the President

Specialist

Sr. Graphic Designer
Supervisor Il

Systems Analyst

Web Content Developer

Web Developer
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Group No

3B

3C

3D

3E

4A

4B

HR Title

Assistant Athletic Director
Assistant Coach

Assistant Coach, Volleyball
Associate Head Coach
Coach

Coordinator |

Coordinator Il

Coordinator IlI

Director Il

Specialist

Associate IlI
Collections Supervisor
Coordinator |
Coordinator Il
Counselor

Director |

Production Artist
Specialist

Specialist 11

Supervisor Il

Head Coach
Director |
Director Il
Manager

University Minister
University Registrar

Director |
Manager

Supervisor |

Administrative Assistant Ill
Administrative Assistant IV

Executive Assistant

Administrative Assistant Il
Human Resources Assistant Il

Lab Assistant
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Group No HR Title

4C Administrative Assistant |
Associate |
Associate Il
Associate |ll
Career Services Specialist
Clerk
Mail Center Associate
Supervisor |

Transcript Evaluator

5A Apprentice |
Computer Lab Technician
Computer Technician
Specialist
Supervisor |
Supervisor Il

Technician

5AS Supervisor Il

6A Carpenter
Electrician Il

Maintenance Associate Il

Plumber

6AS Manager
TA Patrol Officer |
7AS Patrol Officer Il

Security Supervisor Il

7B Associate |
Associate Il
Custodian |
Custodian Il
Facilities Associate Il
Groundskeeper
Interior Gardener & Floral Designer
Maintenance Associate |

Maintenance Associate Il

7BS Custodial Supervisor
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Avalilability Analysis

Availability analysis estimates the percentages of minorities and women available for employment
each identifiedgb group.Each job group is a std®et of the groupings as defined by the Department of
Education (see Exhibit HIPEDS definitions by job group)The Cifice of FederalContractorCompliance
Programs (OFCCPhas defined two factors telronsidered in dermining the availabilitgstimatefor each
groupi external and internal availability. External availability is defined as the percentage of minorities ot
women with requisite skills in the reasonable recruitment area, defined as the geographicainandach
the contractor usually seeks or reasonably could seek workers to fill the position in question. This
geographical area could be the Nashville M&@ional,national, or a combination. The internal availability
is defined as the percentage ahaorities or women among thopeomotabletransferable, and trainable
within the contractorés organization. The f eec
between internal and external availability are established by analyzing thiémeat history of that job

group.

The twofactor analysis was conducted on each job group. Each factor was considered for its
relevance to that particular job group, and given a weight, determined by past experience. The sources f
availability dataare the most curregiemographiceports available anderefrom theU.S. Department of
Education, the Bureau of Cendos local and national data, and the NCAAhe best possible match was
made between job categories as defined by these sources &adhtloat job groups. The specific source is
identified on each availability analysis.

1A - Senior Management

This job group is recruited exclusively by national seafebr. example,tte data used to determine the
estimate in this case was the US Daparit of Educationational Center for Educational StatistitBEDS
Fall Staff Survey 2005, Executive, Administration and Management group, computed by Dr. Roy Ikenber
Director of Institutional Research at Belmont University

1B - Administration and Management
While this job group may be recruited on a local basis, some positions utilize a national search. In
addition, some promotions from the professional job groups may be made.

2A, 2B, 2C, 2D, 2E Faculty
Regular fulttime tenure track facultyositionsare recruited nationally. Consideration was given for
promotion through the rks. Adjunct instructopositiors arealmost alwaysecruited locally.

3A - Professional Staff
This job group is recruitegenerallyfrom the Nashville area, wittome promotions from other job
groups.

3B - Athletics

This job group may be recruited either regionally or locally. The source of the data is the NCAA
DemographidReport from 208-2006, Table 32¢publishedFebruary2007).

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009 14



3C  Entry-level Professimals

3D  Manageri Professionals/Technicians
3E  Plant Operations Managers

4A  Administrative Support Il

4B  Administrative Support Il

4C  Administrative Support |

5AS Technician Supervisor

6AS Skilled Crafts Supervisor

7AS Security Supervior

7BS Plant Operations Supervisor

These job groups are recruited from the Nashville area, with some promotions from other job groups.
5A  Technicians

6A  Skilled Crafts

7A  Security

7B Plant Operations

These job groups are recruited from thesiNalle area. There are no job groups that provide promotional
opportunities into this job group.
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Availability Analysis by Job Group

Job group 1A Senior Management

Factor

Minority External Availability

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff Survey 2005,
exec, admin, mgt from Dr. Roy Ikenberry

Internal Availability

Total

Women External Availability
US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff Survey 2005,
exec, admin, mgt from Dr. Roy Ikenberry

Internal Availability

Total
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Weight

100

100

100

100

Data

20

51.0

Weighted

average
20.0

20.0%

51

51.0%
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Job group 1B

Factor

Minority External Availability

Women

US Dept. of Commerce, Bureau of Census, 2000,
mgt, exec, admin Nashville MSA

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff Survey 2005,
exec, admin, mgt from Dr. Roy Ikenberry

Internal Availability

job group 3a
job group 3b
job group 3d

Total

External Availability
US Dept. of Commerce, Bureau of Census, 2000,
mgt, exec, admin Nashville MSA

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff Survey 2005,
exec, admin, mgt from Dr. Roy Ikenberry

Internal Availability
job group 3a

job group 3b
job group 3d

Total
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Administration and Management

Weight

40

40

o]

100

40

40

[«]

100

Data

11

20

10.6%
8.8%
12.5%

42.0

51.0

69.1%
35.3%
37.5%

Weighted
average
4.4

8.0

0.7
0.5
0.9

14.5%

16.8

20.4

4.8
2.1
2.6

46.8%
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Job group 2A Professor

Factor
Minority External Availability

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff Survey, 2005
Survey, Professor rank from Dr. Roy lkenberry

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff 2005
Survey, Assoc. Professor rank, from Dr. Roy Ikenberry

Internal Availability
job group 2b

Total

Women External Availability
US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff Survey, 2005
Survey, Professor rank from Dr. Roy Ikenberry
US Dept. of Education, National Center for

Educational Statistics, IPEDS, Fall Staff 2005
Survey, Assoc. Professor rank, from Dr. Roy Ikenberry

Internal Availability

job group 2b

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

10

10

80

100

10

10

80

100

Data

15

19.8

2.6%

254

38.9

55.3%

Weighted
average
1.5

2.0

2.1

5.6%

2.54

3.89

44.2

50.6%
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Job group 2B Associate Professor

Factor
Minority External Availability

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff, 2005
Survey, Assoc. Prof. rank from Dr. Roy Ikenberry

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff 2005
Survey, Assist. Professor rank, from Dr. Roy lkenberry

Internal Availability
job group 2c

Total

Women External Availability
US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff, 2005
Survey, Assoc. Prof. rank from Dr. Roy Ikenberry
US Dept. of Education, National Center for

Educational Statistics, IPEDS, Fall Staff 2005
Survey, Assist. Professor rank, from Dr. Roy lkenberry

Internal Availability

job group 2c

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

30

10

60

100

30

10

60

100

Data

19.8

29.4

9.1%

38.9

46.1

56.8%

Weighted
average
5.9

2.9

5.5

14.3%

11.67

4.61

34.1

50.4%
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Job group 2C Assistant Professor

Factor
Minority External Availability

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff, 2005
Survey, Assist. Prof. rank from Dr. Roy Ikenberry

US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff 2005,
Doctorate degrees conferred, from Dr. Roy lkenberry

Internal Availability
job group 2d

Total

Women External Availability
US Dept. of Education, National Center for
Educational Statistics, IPEDS, Fall Staff, 2005
Survey, Assist. Prof. rank from Dr. Roy Ikenberry
US Dept. of Education, National Center for

Educational Statistics, IPEDS, Fall Staff 2005,
Doctorate degrees conferred, from Dr. Roy lkenberry

Internal Availability

job group 2d

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

40

50

10

100

40

50

10

100

Data

29.4

145

11.1%

46.1

47.1

58.3%

Weighted
average
11.8

7.3

1.1

20.1%

18.44

23.55

5.8

47.8%
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Job group 2D Instructor

Factor
Minority External Availability

US Department of Commerce, Bureau of Census,
2000 Graduate or professional degree Nashville MSA

Internal Availability
job group 2e

Total

Women External Availability
US Department of Commerce, Bureau of Census,
2000 Graduate or professional degree Nashville MSA

Internal Availability

job group 2e

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

90

10

100

90

10

100

Data

15.4

5.0%

45.0

53.3%

Weighted
average
13.9

0.5

14.4%

40.5

5.3

45.8%

21



Job group 2E Adjunct Professr

Factor
Minority External Availability

US Department of Commerce, Bureau of Census,
2000 Graduate or professional degree Nashville MSA

Internal Availability

Total

Women External Availability
US Department of Commerce, Bureau of Census,
2000 Graduate or professional degree Nashville MSA

Internal Availability

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

100

100

100

100

Data

15.4

45.0

Weighted
average
154

15.4%

45

45.0%
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Job group 3A Professional Staff

Factor Weight

Minority External Availability

US Department of Commerce, Bureau of Census,
2000, professional & related occupations, Nashville MSA

Internal Availability
job group 3c

Total

Women External Availability
US Department of Commerce, Bureau of Census,
2000, professional & related occupations, Nashville MSA

Internal Availability

job group 3c

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

70

30

100

70

30

100

Data

16

8.3%

55.0

69.4%

Weighted
average
11.2

2.5

13.7%

38.5

20.8

59.3%
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Job group 3B Athletics Staff

Factor
Minority External Availability

NCAA Athletic Administration, Demographic Report
2005-2006, Table 32a (pub.Feb. 2007)

Internal Availability

Total

Women External Availability
NCAA Athletic Administration, Demographic Report
2005-2006, Table 32a (pub.Feb. 2007)

Internal Availability

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

100

100

100

100

Data

13.3

43.3

Weighted
average
13.3

13.3%

43.3

43.3%
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Job group 3C Entry Level Professional

Factor Weight
Minority External Availability
US Department of Commerce, Bureau of Census, 60

2000, professional & related occupations, Nashville MSA

Internal Availability

job group 4b 20
job group 4c 20
Total 100

Women External Availability
US Department of Commerce, Bureau of Census, 60
2000, professional & related occupations, Nashville MSA

Internal Availability

job group 4b 20
job group 4c 20
Total 100

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Data

16

8.1%
5.9%

55.0

96.6%
84.3%

Weighted
average
9.6

1.6
1.2

12.4%

33

18.9
16.9

68.8%
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Job group 3D Supervisor Professional

Factor Weight
Minority External Availability
US Department of Commerce, Bureau of Census, 50

2000, management, business, and financial operations
occupations, Nashville MSA

Internal Availability

job group 3a 30
job group 5a 20
Total 100

Women External Availability
US Department of Commerce, Bureau of Census, 50
2000, management, business, and financial operations
occupations, Nashville MSA

Internal Availability

job group 3a 30
job group 5a 20
Total 100

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Data

11

10.6%
11.1%

42.0

69.1%
5.6%

Weighted
average
55

3.2
2.2

10.9%

21

20.7
11

42.9%
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Job group 3E Manager Plant Operations & Security

Minority

Women

Factor
External Availability

US Department of Commerce, Bureau of Census,
2000, building & grounds cleaning etc, protective
services & supervisors, Nashville MSA

Internal Availability

job group 6a
job group 7as
job group 7bs

Total

External Availability

US Department of Commerce, Bureau of Census,
2000, building & grounds cleaning etc, protective
services & supervisors, Nashville MSA

Internal Availability
job group 6a

job group 7as
job group 7bs

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

25

25
25
25

100

25

25
25
25

100

Data

315

20.0%
14.3%
50.0%

35.0

0.0%
14.3%
25.0%

Weighted
average
7.9

5.0
3.6
12.5

28.9%

8.75

0.0
3.6
6.3

18.6%
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Job group 4A Administrative Assistant IlI

Minority

Women

Factor
External Availability

US Department of Commerce, Bureau of Census,
2000, office and administrative support occupations,
Nashville MSA

Internal Availability
job group 4b

Total

External Availability

US Department of Commerce, Bureau of Census,
2000, office and administrative support occupations,
Nashville MSA

Internal Availability

job group 4b

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

40

60

100

40

60

100

Data

20

8.1%

75.0

94.6%

Weighted
average
8.0

4.9

12.9%

30

56.8

86.8%
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Job group 4B Administrative Assistant Il

Minority

Women

Factor
External Availability

US Department of Commerce, Bureau of Census,
2000, office and administrative support occupations,
Nashville MSA

Internal Availability
job group 4c

Total

External Availability

US Department of Commerce, Bureau of Census,
2000, office and administrative support occupations,
Nashville MSA

Internal Availability

job group 4c

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

50

50

100

50

50

100

Data

20

5.9%

75.0

84.3%

Weighted
average
10.0

2.9

12.9%

375

42.2

79.7%
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Job group 4C Administrative Assistant |

Factor Weight
Minority External Availability
US Department of Commerce, Bureau of Census, 90
2000, office and administrative support occupations,
Nashville MSA

Internal Availability

job group 7a 5
job group 7b 5
Total 100
Women External Availability
US Department of Commerce, Bureau of Census, 90
2000, office and administrative support occupations,
Nashville MSA

Internal Availability

job group 7a 5
job group 7b 5
Total 100

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Data

20

15.4%
58.9%

75.0

15.3%
32.9%

Weighted
average
18.0

0.8
2.9

21.7%

67.5

0.8
1.6

69.9%
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Job group 5A Technician

Factor
Minority External Availability

US Department of Commerce, Bureau of Census,
2000, computer specialists, Nashville MSA

Internal Availability

Total

Women External Availability
US Department of Commerce, Bureau of Census,
2000, computer specialists, Nashville MSA

Internal Availability

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

100

100

100

100

Data

15

32.0

Weighted
average
15.0

15.0%

32

32.0%
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Job group 5AS  Technician Supervision

Minority

Women

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Factor
External Availability

US Department of Commerce, Bureau of Census,

2000, computer specialists, Nashville MSA

Internal Availability
job group 5a

Total

External Availability

US Department of Commerce, Bureau of Census,

2000, computer specialists, Nashville MSA

Internal Availability

job group 5a

Total

Weight

50

50

100

50

50

100

Data

15

11.1%

32.0

5.6%

Weighted
average
7.5

5.6

13.1%

16

2.8

18.8%
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Job group 6A Skilled

Factor
Minority External Availability

US Department of Commerce, Bureau of Census,
2000, electrical equip. mechanics, install, maintenance
with supervisors, Nashville MSA

Internal Availability

Total

Women External Availability
US Department of Commerce, Bureau of Census,
2000, electrical equip. mechanics, install, maintenance
with supervisors, Nashville MSA

Internal Availability

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

100

100

100

100

Data

14

8.0

Weighted
average
14.0

14.0%

8.0%
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Job group 6AS  Skilled Supervision
Weight

Minority

Women

Factor
External Availability

US Department of Commerce, Bureau of Census,
2000, electrical equip. mechanics, install, maintenance
with supervisors, Nashville MSA

Internal Availability
job group 6a

Total

External Availability

US Department of Commerce, Bureau of Census,
2000, electrical equip. mechanics, install, maintenance
with supervisors, Nashville MSA

Internal Availability

job group 6a

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

25

75

100

25

75

100

Data

14

20.0%

8.0

0.0%

Weighted
average
35

15.0

18.5%

0.0

2.0%
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Job group TA Security

Minority

Women

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Factor
External Availability

US Department of Commerce, Bureau of Census,

2000, other protective service workers including
supervisors, Nashville MSA

Internal Availability

Total

External Availability

US Department of Commerce, Bureau of Census,

2000, other protective service workers including
supervisors, Nashville MSA

Internal Availability

Total

Weight

100

100

100

100

Data

24

31.0

Weighted
average
24.0

24.0%

31

31.0%
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Job group 7AS  Security Supervision

Minority

Women

Factor
External Availability

US Department of Commerce, Bureau of Census,
2000, other protective service workers including
supervisors, Nashville MSA

Internal Availability
job group 7a

Total

External Availability

US Department of Commerce, Bureau of Census,
2000, other protective service workers including
supervisors, Nashville MSA

Internal Availability

job group 7a

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

25

75

100

25

75

100

Data

24

15.4%

31.0

15.4%

Weighted
average
6.0

11.5

17.5%

7.75

115

19.3%
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Job group 7B Plant Operations

Factor
Minority External Availability

US Department of Commerce, Bureau of Census,
2000, building and grounds cleaning & maintenance
occupations, Nashville, MSA

Internal Availability

Total

Women External Availability
US Department of Commerce, Bureau of Census,
2000, building and grounds cleaning & maintenance
occupations, Nashville, MSA

Internal Availability

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

100

100

100

100

Data

39

39.0

Weighted
average
39.0

39.0%

39

39.0%
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Job group 7BS  Plant Operations Supervision

Minority

Women

Factor
External Availability

US Department of Commerce, Bureau of Census,
2000, building and grounds cleaning & maintenance
occupations, Nashville, MSA

Internal Availability
job group 7b

Total

External Availability

US Department of Commerce, Bureau of Census,
2000, building and grounds cleaning & maintenance
occupations, Nashville, MSA

Internal Availability

job group 7b

Total

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Weight

25

75

100

25

75

100

Data

39

58.9%

39.0

32.9%

Weighted
average
9.8

44.2

53.9%

9.75

24.7

34.4%
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Utilization analysis

The utilization analysis involved a comparison of the actual percentage employment of minorities ¢
women in each Job Group with the calculated percentage availability of minorities and women to determi
mi norities ndewaomehi aedofiun any major Job Gr ou|j

The declaration of Aunderutilizationo does |
neither a finding of discrimination nor a finding of a lack of good faith affirmative action effort. Rather,
funderutilizationo is a technical targeting ter

apply good faith efforts to increase in the future the percentage utilization of minorities and women in a
workforce. Belmont University uses th@% rule in determining underutilization. In addition, any job that
indicates underutilization of less than one employee will not be identified as such.

The composition of the workforce for each Job Group and the calculation and identification of
underutlization are shown on the following tables.
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Utilization Analysis Staff- Female

All employees

Group No Total

1A
Senior Management

1B
Admin. and Management

3A
Professional Staff

3B
Athletics Staff

3C
Entry Level Professional

3D
Supervisor Professional

3E
Manager Plant Operations
& Security

4A
Administrative Assistant Il

4B
Administrative Assistant I

4C
Administrative Assistant |

5A
Technician

5AS
Technician Supervision

6A
Skilled

6AS
Skilled Supervision

A
Security

7AS
Security Supervision

7B
Plant Operations

7BS
Plant Operations
Supervision

7

12

95

34

71

16

20

37

51

18

6

6

28

22

22

10

17

1
14.3%

6
50.0%

67
70.5%

12
35.3%

49
69.0%

6
37.5%

3
60.0%
20
100.0%

36
97.3%

43
84.3%

1
5.6%

0
0.0%

0
0.0%

0
0.0%

3
23.1%

1
14.3%

26
35.6%

25.0%

Males Females Availability

51.0%

46.9%

59.2%

43.3%

69.3%

43.3%

18.6%

88.4%

79.7%

70.4%

32.0%

18.8%

8.0%

2.0%

31.0%

25.1%

39.0%

36.5%

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

80%

40.8%

37.5%

47.4%

34.6%

55.5%

34.6%

14.9%

70.7%

63.7%

56.3%

25.6%

15.0%

6.4%

1.6%

24.8%

20.0%

31.2%

29.5%

underutilized
by

y-1
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Utilization Analysis Staff- Minorities

Group No Minorities Minority
Total Male Female total
B AA H O B A AlH O Availability 80% Underutilized?
1A 7 000 O O 1 0 O 1 20.0% n
Senior Management - 14.3% 16.0%
1B 12 000 O O 0O 0 0 0 14.5% y-1
Admin. and Management - 0.0% 11.6%
3A 95 310 0 O 6 0 0 10 13.7% n
Professional Staff - 10.5% 11.0%
3B 34 000 O O 2 0 O 3 13.3% n
Athletics Staff - 8.8% 10.6%
3C 71 3 00 0 O 3 0 O 6 12.9% y-1
Entry Level Professional - 8.5% 10.4%
3D 16 000 O O 2 0 O 2 12.9% n
Supervisor Professional - 12.5% 9.6%
3E 5 000 O O 0 0 O 0 28.9% y-1
Manager Plant Operations & - 0.0% 23.2%
Security
4A 20 000 O O 1 0 O 1 14.5% y-1
Administrative Assistant Ill - 5.0% 11.6%
4B 37 000 O O 2 0 O 4 12.9% n
Administrative Assistant I| - 10.8% 10.4%
4C 51 2 00 0 O 01 o0 3 21.6% y-5
Administrative Assistant | - 5.9% 17.5%
5A 18 110 0 1 0 0 0 3 15.0% n
Technician - 16.7% 12.0%
5AS 1 000 O O 0 0 O 0 15.8% n
Technician Supervision - 0.0% 12.7%

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009
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Group No Minorities Minority Underutilized

Total Male Female total by?
B A Al HO B A Al HO availability 80%

6A 5 100 0 O 0O 0 0 0 O 1 14.0%

Skilled - - 20.0% 11.2%
6AS 1 000 O O 0O 0 0O O o 0 18.5%

Skilled Supervision - - 0.0% 14.8%

7A 13 010 0 O 1 0 0 0 O 2 24.0%
Security - - 15.4% 19.2%
7AS 7 100 0 O 0 0 0 0 O 1 17.5%
Security Supervision - - 14.3% 14.0%

7B 73 16 8 0 2 2 6 4 0 6 2 46 39.0%

Plant Operations - - 63.0% 31.2%

7BS 4 000 1 O 1 0 0 0 O 2 57.0%

Plant Operations - - 50.0% 45.6%
Supervision
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Utilization Analysis Faculty-Female
All employees

Group No Total Males Females Availability 80% Underutilized?
2A 81 57 24 53.8% 43.0% 10.9 y-10
Professor - - 29.6%

2B 76 31 45 49.7% 39.8% -14.8 n
Associate Professor - - 59.2%

2C 88 39 49 47.8% 38.3% -15.3 n
Assistant Professor - - 55.7%

2D 36 15 21 45.8% 36.7% -7.8 n
Instructor - - 58.3%

2E 400 187 213 45.0% 36.0% -69.0 n
Adjunct Professor - - 53.3%

Utilization Analysis Faculty- Minorities

Job Group Minorities Minority
Total Male Female total Availability ~ 80% Underutilized?
B A Al H O B A Al H O

2A 81 0 0O O OO 0 0 0 0O 0 5.6% 45% y-3
Professor - - - - - - - - - - - 0.0%

2B 76 0 0O 0 00O 2 0 0 0O 2 14.3% 115% vy-6
Associate Professor - - - - - - - - - - - 2.6%

2C 88 2 1 0 11 2 0 0 10 8 20.1% 16.1% y-6
Assistant Professor - - - - - - - - - - - 9.1%

2D 36 0 0 0 20 2 0 0 0O 4 14.4% 11.5% n
Instructor - - - - - - - - - - - 11.1%

2E 400 6 0 0 21 9 0 0 20 20 15.4% 12.3% y-29
Adjunct Professor - - = - - - - - = = - 5.0%
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Affirmative Action Plan for Persons with Disabilities and Veterans
Introduction

In addition to Executive Order 11246, individuals with disBes and certain veterans are covered by
Section 503 of the Rehabilitation Act of 1973,
Assistance Act of 1974, as amended, and the Vet

Policy Statement

It is the policy of Belmont University to promote the realization of equal employment opportunity
through a positive continuing program of specific practices designed to ensure the full realization of equa
employment opportunity without regard to race pcolsex, national or ethnic origin, age, disability or rait
service. To that end, tlisqual Employment Policy (Exhibit A) has been developed and is included in the
Staff Handbook, Faculty Handbook, is on the Belmealbsite and will be included inentation for new
faculty and staff. In addition, this policy is reaffirmed by the President of this institution in the introductor
letter to this Affirmative Action Plan.

Appointment of EEO Coordinator

Responsibility for implementation of all Affmative Action Programs is placed in an EEO
Coordinator. Sally McKay, Director of Human Resources, has been appointed EEO Coordinator of Belm
University. Her name will appear on all i nt er i
Affirmative Action programs.

More specific responsibilities required of
Women and Minoritieso.

Review of Personnel Processes

The Office of Human Resources, and specifically the EEO Coordinator, hasbarged with
reviewing all personnel processes, including hiring or promotion and training to ensure consideration of
applicants and employees with known disabilities and veterans. Modifications will be made where neces
of any process that eliminatgaalified individuals with a disability or veterans. All applicants who have bee
offered employment are invited to sélentify their status as a disabled individual or covered veteran after &
job offer is made and prior to the beginning of employment.

All open positions arposted using Belmont Jobs Onlindo qualified candidate may be denied
employment or promotion on the basis of disability or covered veteran status. University compensation
practices are nondiscriminatory, and compensation pslarie administered fairly. In offering employment or
promotion to individuals with disabilities or covered veterans, the amount of compensation offered is not
reduced by any disability income, pension, or other benefits the applicant or employee r€cewesevant
portions of an applicantés military service r e«
against the specific job qualifications of a vacant position.

Physical and Mental Qualifications

All job descriptions contain pisical and mental qualifications necessary to perform the essential joh
functions of that position. These qualifications are part of the job postings for all position openings. Phyzs
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and mental qualifications are reviewed periodically to ensurettbgtaccurately describe the qualifications
for that position.

Reasonable Accommodation to Physical and Mental Limitation

Belmont University makes every effort to reasonably accommodate known physical or mental
limitations of otherwise qualified individigwith disabilities, disabled veterans, and other covered veterans
Requests are evaluated in order to ensure that they would not impose an undue hardship on the operatic
the University, and where that is the case, alternative solutions are endourage

Harassment
The Universityds position against the haras:
AThe University's policy of nondiscrimination,

University's religious value§ he University's values are rooted in Christian principles which recognize the
basic dignity of every person as a creation of
University does not tolerate harassment of any kind.
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Definitions
The following definitions are applicable to this Program.

"Individual with a disability" means any person who (1) has a physical or mental impairment which
substantially Iimits one or more of s hkbimparnestros o
(3) is regarded as having such an impairment.

"Qualified individual with a disability" means a disabled individual as defined above who is capable of
performing the essential functions of a particular job, with or without reasonablaraocation.

"Covered veteran" means a special disabled veteran, Vietnarateran, or any oth&ulf War or recent
veteran who served on active duty during a war or in a campaign or expedition for which a campaign bad
has been authorized.

"Special digbled veteran"” means (1) a veteran who is entitled to compensation (or who, but for the receip
military retired pay, would be entitled to compensation) under laws administered by the Department of
Veteranso Affairs f or t38pedcensoarore|or (b)yatewdt 100h20 pecent, ia )
the case of a veteran who has been determined under Section 1506 of Title 38 to have a serious employ
handicap, or (2) a person who was discharged or released from active duty becausesafserected
disability.

Serious employment handicap, as used in the pat
ability to prepare for, obtain, or retain empl
interests.

"Qualified special disabled veteran" means a special disabled veteran who satisfies the requisite skill,
experience, education, and other-jetated requirements of the employment position the veteran holds or
desires, and who, with or without reasonableoaumodation, can perform the essential functions of the
position.

"Veteran of the Vietnam era" means a person who (1) served on active duty for a period of more than 18
and was discharged or released with other than a dishonorable dischargeaift afiyhe active duty

occurred (a) in the Republic of Vietham between February 28, 1961 and May 7, 1975, or (b) between Au
5, 1964 and May 7, 1975 in all other cases, or (2) was discharged or released from active duty because ¢
serviceconnected diability, if any part of the active duty occurred (a) in the Republic of Vietham between
February 28, 1961 and May 7, 1975, or (b) between August 5, 1964 and May 7, 1975 in all other cases.

ANewly Separated Veterano medutysthaW§. miltay geoura,maval h
or air service duringtheohneear peri od beginning on the date o
active duty.

Ot her Pr ot e cteavdterameno servea ancactiveewtyninsthe U.S. military,idgra war or in a
campaign oexpeditionfor which a campaign badge has been authorized. The information required to mal
this determination is available fattp://www.opm.veterans/html/vgmedal2.htrA copy of the list also may be
obtained by calling (301) 366752.
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Exhibit A
Equal Employment Opportunity Policy Statement

Nondiscrimination

Belmont University's policy of nondiscrimination, while consistent with its legal duties under civd layint
is in fact mandated by the university's Christian values. Among other things, these values affirm the dign
each person as a creation of God.

In compliance with federal law, including provisions of Title IX of the Education Amendments of 1972
Sections 503 and 504 of the Rehabilitation Act of 19R8 the Americans with Disabilities Act of 1990
Belmont University does not discriminate on the basis of race, sex, color, national or ethnic origin, age,
disability, or military service in its admstration of education policies, programs or activities; its admissions
policies; or employmenBelmont University is a religious educational institution that expresses its mission
a student centered Christian community providing an academicallgrgialg education that enables men
and women of diverse backgrounds to engage and transform the world with disciplined intelligence,
compassion, courage and faith. Belmont is therefore exempt from provisions of civil rights law concerning
religious discrinmation in employment.

Inquiries or complaints should be directed to the Provost, the Faculty Affairs Committee, or the Human
Resources Director.

Affirmative Action

In addition to the policy afon-discrimination, the university has established afirivative Action Plan using
the guidelines set forth by the Office of Federal Contract Compliance Programs. The purpose of the
affirmative action plan follows its regulation 41 CFR3Q0:

An affirmative action plan is a set of specific and resoittented procedures to which a contractor commits
itself to apply every good faith effort. The objective of those procedures plus such efforts is equal employ
opportunity. Procedures without effort to make them work are meaningless, and effort, uthdiyespecific
and meaningful procedures, is inadequate. An acceptable affirmative action program must include an an:
of areas within which the contractor is deficient in the utilization of minority groups and women and, furthe
goals and timetable®t whi ch t he efathmeffartanoust be divestedgoocorréct the deficiencies
and thus to achieve prompt and full utilization of minorities and women at all levels and in all segments o
workforce where deficiencies exist.

The university ecognizes that the presence of a diverse faculty and staff is educationally desirable. It furt
acknowledges that past practices of admission and employment tended to have an adverse effect on the
employment opportunities of members of previously exatugroups, or groups whose employment or
promotional opportunities have been artificially limited. In order to overcome the lack of adequate
representation of minority faculty and staff, Belmont has adopted a policy of affirmative action.

The universitytherefore has and will continue to identify and work to eliminate any institutional employmer
practices which are not directly related to qualifications and/or job performance. These practices shall in
an ongoing review of the initial applicationdiinterview process, the contents of job descriptions, pre
employment questions and tests, job qualifications, and procedures and programs which bear upon
opportunities for advancement within the university.
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Recruitment

The university will generallyyrsue a program of open recruitment to avoid the possible discriminatory
effects of a closed system. Belmont will conduct ongoing evaluations of the means by which candidates
employment are sought, to the end that the pool of candidates will inclatifegl persons which will

include qualified minorities and women.

Similarly the university's academic program is available to students without regard to race, sex, color, nat
or ethnic origin, age, disability or military service. The universitgoisimitted to a policy of enroliment

which encourages a diverse student body as a desirable educational goal. Belmont will conduct ongoing
evaluations of the means by which it creates pools of prospective students and every aspect of university
which might result in inadvertent discrimination.

This policy shall be made clear to all persons in the university community and to those who come into co

with Belmont. The policy shall be included in the staff handbook, faculty handbook and will beethatud
orientation for new faculty and staff.
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Belmont University Governing ldeas

. Vision

To be a leader among teaching universities, bringing together the best of libemabgptefessional
education in a Christian community of learning and service.

Mission Statement

Belmont University is a studewsentered Christian community providing an academicallylehging
education that empowers men and women of diverse backgrounds to engage and transform the world wi
disciplined intelligence, compassion, courage and faith.

Belmont University isstudentcentered The university provides an environment for ot to develop
intellectually, spiritually, socially and physically through experiences of learning and research, leading
serving, success and failure, and consideration and chéameilty, administration and staff commit
themselves to guide and dlemge students to develop their full potential in order to lead lives of meanin
and purpose.

Belmont University is &hristian community. Faculty, administration and staff uphold Jesus as the
Christ and as the measure for all things. Students ergdDhtistian values relevant to personal growth,
service, and spiritual maturity and are expected to commit themselves to high moral standards.

Belmont University isacademically challenging The university offers rigorous undergraduate and
graduate progms emphasizing knowledge and discernment, intellectual discourse and debate, and
humble engagement of cultural and social perspectives within a framework of ethical and moral
reflection. All learning contexts stress the skills and dispositions neceksdrielong learning and
sustaining the value of higher education in each person's professional and personal life.

Belmont University welcomes men and women frdinerse backgrounds The university upholds the
dignity of all and fosters an atmosphefeaspect for the civil expression of divergent perspectives that
enables students to learn, live, work and socialize together.

Belmont University empowers men and womeengage and transform the world The university
prepares students to use theieilgctual skills, creativity and faith to meet the challenges and
opportunities that face the human community.

Values

As a studententered Christian community with a rich Baptist hgetaBelmont University upholds the
following core values as essential to intellectual, spiritual, personal and corporate life:

Integrity
Inquiry
Collaboration
Service
Humility
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BELMONT UNIVERSITY
VISION STATEMENT 2010

Bel mont 6s c on tnal premendncer will ®eedrivieroby emgpliasizng our traditional and emerging
strengths of innovative teaching, studedcher relationships, and entrepreneurial thinking and action.

The curriculum will connect the learning process to meet community needglhstudent, faculty, and staff
service to the community and the world.

The Christian character of the university will be increasingly evident in all that we do as our actions speal
our love for God. Our hope is that every student will see andvbdhat the love of Jesus Christ compels us
to lead lives of disciplined intelligence, compassion, courage, and faith.

The qualifications of incoming undergraduates will continue to rise, reaching an average of 26 on the AC
entrance exam.

Belmont Univesity will continue to grow its enroliment to reach a total of 5,000 students, with-4,200
undergraduates and 6800 graduate students.

Success in retention, graduation, and alumni gi
outstandinguniversities in the south.

The composition of Belmont's students, faculty, staff, and trustees will become more diverse and broadly
reflective of the world. Our students will experience the global interactions that are shaping the future.

The universitywill continue to aggressively upgrade facilities. Driven by the institutional mpkster new
construction will include Phase Il of the Health Sciences Center (with parking), an additional residence he
(with parking), a theater, a new academic buddwith parking), athletic fields, renovated dining hall,
mansion and tower restoration, outdoor plaza, as well as possible renovations that would add floors to ex
space and remodel church property. We will continue to take every opportunityrptatieacquire property

in our growth area.

The annual budget will create a 10% contribution to reserves each year. Operating efficiency and cost c
will become a major strength. The endowment will reach $100 million and the overall financahstile
such that Moodydés will assign an A3 rating to |

Belmont people will share in the financial success of the university as salaries continue to increase at a r:
that exceeds our peers.

We will, in continuous thanksgiving, point tailoGod as the source of all that is good.
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Exhibit B Applicant F low

Applicant Flow Analysis Female

Job group Total Male Female Availability Adverse mpact? Impact Y/N?
1B 22 16 6 46.8% 2.2 y-2

Admin. and Management - - 27.3%

2C* 544 357 187 47.8% 21.1 y-21

Assistant Professor - - 34.4%

2E 1678 768 910 45.0% -305.9 n

Adjunct Professor - - 54.2%

3A 220 80 140 59.3% -35.6 n

Professional Staff - - 63.6%

3B 81 74 7 43.3% 21.1 y-21

Athletics Staff - - 8.6%

3C 339 115 224 68.8% -37.5 n

Entry Level Professional - - 66.1%

3D 44 29 15 42.9% 0.1 n

Supervisor Professional - - 34.1%

4A 215 40 175 86.8% -25.8 n

Administrative Assistant - - 81.4%

1

4B 344 60 284 79.7% -64.8 n

Administrative Assistant - - 82.6%

1l

4C 487 123 364 69.9% -91.6 n

Administrative Assistant| - - 74.7%

5A 68 60 8 32.0% 9.4 y-9

Technician - - 11.8%

5AS 1 1 0 18.8% 0.2 n

Technician Supervision - - 0.0%

6A 3 3 0 8.0% 0.2 n

Skilled Craft - - 0.0%
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Job group  Total Males Females Avalilability Adversel mpact? Impact Y/N?

A 19 16 3 31.0% 17 y-1
Security - - 15.8%

TAS 26 19 7 19.3% -3.0 n
Security Supervision - - 26.9%

7B 100 86 14 39.0% 17.2 y-17
Plant Operations - - 14.0%

7BS 8 6 2 34.4% 0.2 n
Plant Operations - - 25.0%

Supervision

* For job groups 2A, 2B, 2C, 2D, rank is generally determined after the hire is made depending upon the education and experience of the person
hired. Thus the job group of the applicants may vary.

**Adjunct Instructors are one semester part-time positions. All colleges use an online system which has pools of interested applicants for adjunct
openings. All applicants within the pool are counted once unless they drop out or are not qualified.
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Applicant Flow Analyss Minorities

Job group Minorities Minority Adverse

Total Male Female Unk total impact?

B A Al HO B A Al H O availability Impact Y/N?

1B 22 0O 0 0 0 O 2 0 0 1 o 2 3 14.5% -0.7 n
Admin. and Management - - - - - - - - - - - - 15.0%
2C* 544 21 151 5 4 118 0 1 5 33 71 20.1% 12.0 y-12
Assistant Professor - - - = - - - - = - - - 13.9%
2E** 1678 80 18 2 14 6 16 17 2 16 1 92 335 15.4% -147.7 n
Adjunct Professor - - - - - - - - - - - - 21.1%
3A 220 4 1 0 0 1 235 0 3 1 8 38 13.7%  -15.3 n
Professional Staff - - - = - - - - = - - - 17.9%
3B 81 140 0 1 O 2 0 0 0 O 5 17 13.3% 9.5 n
Athletics Staff - - - = = - - = = = - - 22.4%
3C 339 230 0 0 2 4 2 0 4 4 20 79 12.4%  -50.3 n
Entry Level Professional - - - - - - - - - - - - 24.8%
3D 44 7 0 0 0 O 7 0 0 0 1 1 15 10.9% -11.5 n
Supervisor Professional - - - = = - - = = = - - 34.9%
4A 215 5 0 1 0 O 261 0 3 3 11 39 12.9% -19.0 n
Administrative Assistant - - - - - - - - - - - - 19.1%
I - - - - - - - - - - - -
4B 344 5 0 0 1 0 384 1 8 6 18 63 12.9%  -30.9 n
Administrative Assistant - - - = - - - = = = - - 19.3%
- - - - - - - N
4C 487 161 0 2 2 62 4 0 2 3 23 92 21.7% -12.0 n
Administrative Assistant| = - - = - - - = = = - - 19.8%
5A 68 8 1 0 1 1 2 0 0 0 O 3 13 15.0% 5.4 n
Technician - - - = - - - = = = - - 20.0%
5AS 1 0 0 0 0 O 0 0 0 0 O 0 0 13.1% 0.1 n
Technician Supervision - - - = = - - - = = - - 0.0%
6A 3 0 0 0 0 O 0 0 0 0 O 0 0 14.0% 0.3 n
Skilled Craft - - - - = - - - = = - - 0.0%
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Job group Minorities Minority ~ Adverse

Total Male Female Unk total impact? impact Y/N?
B A Al HO B A AlLH O availability

A 19 0O 0 0 0 O 0O 0 0 0 O 2 0 24.0% 3.6 y-3
Security - - - = - - - - = - - - 0.0%
TAS 26 101 0 1 1 4 0 0 0 O 1 17 17.5%  -14.0 n
Security Supervision - - - - - - - - - - - - 68.0%
7B 100 172 1 2 1 2 2 0 1 0 4 28 39.0% 2.0 y-2
Plant Operations - - - - - - - - - - - - 29.2%
7BS 8 2 0 0 0 O 1 0 0 0 O 1 3 53.9% 0.0 n
Plant Operations - - - - = - - - = = - - 42.9%

Supervision
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Exhibit C T Recruitment Sources

All staff and faculty positions are posted Belmont Jobs Onlinerhesystemaskseach potential applicant
AHow diar yahbhoht tAHrew facly are suwayedithow they heard about the position to
helpthe Universityunderstand how itan morébroadly advertise openings to attract a diverse pool of

applicants. In addition, all regular faculty postings dae¢xd on HigherEdjobs.com and online on the

Chronicle of Higher Education. Various discipline related amedh print advertisemenése used for Athletics
openings otherupper levektaff positons and faculty positionsin addition,HigherEdJobs.corsendsemaik
to potential applicants wheould like to receivenformation fom employersnterested irattracting a diverse

pool. This is used for selected positions wihtistoricalunderutilization.

Regular Faculty Positionglow Did You Fit¢iear About the Open Position

September 1, 2007August 31, 2008

ResponsesAll Ethnicities

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

| Referral Source Count Percent
Belmont Employee 51 8.2%
Belmont Website 90 14.5%
Family or Friend 34 5.5%
Professional Associatis 65 10.5%
Publication/Internet: Chronicle of Higher
Education 207 33.3%
Publication/Internet: HigherEdJobs.com 63 10.1%
Publication/Internet: InsideHigherEd.com 2 0.3%
Other Internet source 82 13.2%
Other 27 4.3%
Total Responses 621
ResponsesMinorities Only

| Referral Source | Count Percent
Belmont Employee 1 1.1%
Belmont Website 20 23.0%
Family or Friend 2 2.3%
Professional Associations 10 11.5%
Publication/Internet: Chronicle of Higher
Educatio 29 33.3%
Publication/Internet: HigherEdJobs.com 10 11.5%
Publication/Internet: InsideHigherEd.com 0 0.0%
Other Internet source 12 13.8%
Other 3 3.4%
Total Minority Responses 87
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Adjunct Instructor PositionsHow Did You First HeAabout the Open Position

September 1, 2007August 31, 2008

Applicants may apply for more than one job amplcani@ responses are per

job, thus some applicants have multiple responses

ResponsesAll Ethnicities

Referral Source | Caunt | Percent
Belmont Employee 1330 20.3%
Belmont Website 3569 54.6%
Family or Friend 873 13.3%
Local Career Centers (please specify): 25 0.4%
Professional Associations (please specify): 138 2.1%
Publication/Internet: Chronicle of Higher Educatio 109 1.7%
Publication/Internet: HigherEdJobs.com 63 1.0%
Other Internet source (please specify): 77 1.2%
Other 357 5.5%
Total Responses 6541
ResponsesMinorities Only
Referral Source | Count | Percent

Belmont Employee 146 10.9%
Belmont Website 917 68.5%
Family or Friend 153 11.4%
Local Career Centers (please specify): 17 1.3%
Professional Associations (please specify): 15 1.1%
Publication/Internet: Chronicle of Higher Education 18 1.3%
Publication/Internet: HigherEdbs.com 29 2.2%
Other Internet source (please specify): 6 0.4%
Other 38 2.8%
Total Minority Responses 1339
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Staff Positions How Did You First Hear About the Open Position

September 1, 2007August 31, 2008

Applicants may apply for me than one job and@plicani® responses are per job,

thus some applicants have multiple responses

ResponsesAll Ethnicities

Referral Source \ Count | Percent
Belmont Employee 458 14.4%
Belmont Website 1850| 58.0%
Family or Friend 405 12.7%
Local Career Centers (please specify): 38 1.2%
Professional Associations (please specify): 34 1.1%
Publication/Internet: Chronicle of Higher Educatio 15 0.5%
Publication/Internet: HigherEdJobs.com 23 0.7%
Publication/Internet: InsideHighedcom 2 0.1%
Other Internet source (please specify): 226 7.1%
Other 140 4.4%
Total Responses 3191
ResponsesMinorities Only

Referral Source | Count | Percent
Belmont Employee 74 12.0%
Belmont Website 376 60.7%
Family or Friend 74 12.0%
Local Career Centers (please specify): 13 2.1%
Professional Associations (please specify): 9 1.5%
Publication/Internet: Chronicle of Higher Educatio 0 0.0%
Publication/Internet: HigherEdJobs.com 3 0.5%
Publication/Internet: InsideHigh&d.com 1 0.2%
Other Internet source (please specify): 37 6.0%
Other 32 5.2%
Total Responses 619
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Statistics from HigherEdJobs.com for Belmont University
9/1/2007 i 8/30/2008

Date
Title Created Searches Views
Assistant Professor of Mathematics 9/5/2007 41,294 1,734
Assistant Professor of Sociology 9/14/2007 7,201 409
Assistant/Associate Professor of Philosophy 9/14/2007 9,616 571
Dean, College of Arts & Sciences 9/14/2007 18,476 649
Pharmacy Faculty Positions 9/14/2007 9,133 402
Assistant/Associate Professor of Design Communications 10/11/2007 11,345 287
Dean - College of Arts & Sciences 10/18/2007 13,515 569
Assistant Professor of American Literature 11/28/2007 29,144 1,066
Assistant Professor of Rhetoric/Composition 11/29/2007 25,091 673
Assistant Professor of Religion 12/7/2007 19,999 1,184
Assistant Professor of Social Entrepreneurship 12/7/2007 20,422 588
Assistant Professor of Audio Engineering Technology 12/13/2007 16,212 487
Assistant Professor of Music in Musical Theatre 12/14/2007 22,641 540
Assistant Professor of Social Work 12/14/2007 10,085 492
Assistant Professor of Public Relations 12/19/2007 12,109 504
Assistant/Associate Professor of Occupational Therapy 1/9/2008 9,710 388
Accountant 2/26/2008 8,324 323
Instructor/Assistant Professor of Nursing 3/6/2008 13,607 812
Assistant/Associate Professor 3/14/2008 14,304 813
Director of Development 4/8/2008 8,088 438
Assistant/Associate Professor of Music, Wind Ensemble 4/22/2008 32,914 1,385
Assistant Professor Nursing, Adult Health 4/23/2008 15,913 768
Assistant Professor of Education, Special Education 4/23/2008 20,329 1,126
Assistant/Associate Professor of Occupational Therapy 8/7/2008 11,061 418
Searches Views

TOTALS 400,533 16,626
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Hired Faculty Recruitment Source Survey

All new faculty were sent an email with a link to an online survey requesting them to answer questions at
how they first heard about BelmbUniversity and the open faculty position. The survey also asked for any
other comments the faculty member would like to make about the application experience. 18 respondec
of 35. The survey was sent to those hired within the last year.

You've been recently hired as a faculty member at Belmont University. How
did you FIRST hear about the open position?

Other, Please Specify - . 4 (22%)

Word of Mouth - - T (39%)

Professional Conference - l (11%)

InsideHigherEd.com COnline Ad—

HigherEdJobs.com Online Ad —

Chronicle of Higher Education Online Ad - - 5 (28%)

Belmont University Employment Web Site

0 2 4 6 8
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Please check all sources where you heard or saw information about your
position:

Other, Please Specify

Word of Mouth

FProfessional Conference

InsideHigherEd.com Online Ad

HigherEdJobs.com Online Ad

Chranicle of Higher Education Online Ad

Belmont University Employment Web Site

If you checked "word of mouth,” please indicate below.

Other, Please Specify {11%)

Friend of Belmont

1(11%)

Belmont alumni

Belmont employee
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Exhibit D Personnel Practices

New Hire Analysis Female

Job group Total Male Female availability adverse impact? impact Y/N?
1B 2 1 1 46.8% -0.3 n
Admin. and Management - - 50.0%

2A 1 1 0 50.6% 0.4 n
Professor - - 0.0%

2B 10 7 3 50.4% 1.0 y-1
Associate Professor - - 30.0%

2C 20 6 14 47.8% -6.3 n
Assistant Professor - - 70.0%

2D 1 0 1 45.8% -0.6 n
Instructor - - 100.0%

2E 64 25 39 45.0% -16.0 n
Adjunct Professor - - 60.9%

3A 21 9 12 59.3% -2.0 n
Professional Staff - - 57.1%

3B 7 7 0 43.3% 2.4 y-2
Athletics Staff - - 0.0%

3C 18 8 10 68.8% -0.1 n
Entry Level Professional - - 55.6%

3D 1 1 0 42.9% 0.3 n
Supervisor Professional - - 0.0%

4A 3 0 3 86.8% -0.9 n
Administrative Assistant IIl = - 100.0%

4B 14 0 14 79.7% -5.1 n
Administrative Assistant II - - 100.0%

4C 16 2 14 69.9% -5.1 n
Administrative Assistant | - - 87.5%

B5A 4 4 0 32.0% 1.0 y-1
Technician - - 0.0%
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New Hire Analysis Female

Job group
6A
Skilled

A
Security

7B

Plant Operations

7BS

Plant Operations
Supervision

Total
2

12

21

Males
2

Females
0
0.0%

25.0%

28.6%

0.0%
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availability adverse impactiinpact Y/N?

8.0%

31.0%

39.0%

34.4%

0.1

0.0

0.6

0.3

n
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New Hire Analysis Minorities

Job group Minorities Minority Adverse
Total Male Female total impact?
B A Al H O B A Al H O availability Impact Y/N?

1B 2 0 0 0 0 O 0 0 0 0 O 0 14.5% 0.2 n
Admin. and Management - - - - = - - - - = - 0.0%

2A 1 0O 0 0 O O 0O 0 0 0 O 0 5.6% 0.0 n
Professor - - - - = - - - - = - 0.0%

2B 10 1 0 0 0 O 1 0 0 0 O 2 14.3% -0.9 n
Associate Professor - - - - - - - - - = - 20.0%

2C 20 1 1 0 0 O 0 0 0 0 O 2 20.1% 1.2 y-1
Assistant Professor - - - - = - - - - = - 10.0%

2D 1 0O 0 0 O O 1 0 0 0 O 1 14.4% -0.9 n
Instructor - - - - - - - - - - - 100.0%

2E 64 1 0 0 1 O 1 0 0 0 O 3 15.4% 4.9 y-4
Adjunct Professor - - - = - - - - = = - 4.7%

3A 21 1 1 0 0 O 2 0 0 0 O 4 13.7% -1.7 n
Professional Staff - - - - - - - - - - - 19.0%

3B 7 1 0 0 0 O 0 0 0 0 O 1 13.3% -0.3 n
Athletics Staff - - - - - - - - - = - 14.3%

3C 18 1 0 0 0 O 0 0 0 0 O 1 12.4% 0.8 n
Entry Level Professional - - - - - - - - - - - 5.6%

3D 1 0O 0 0 0 O 0 0 0 0 O 0 10.9% 0.1 n
Supervisor Professional - - - = = - - - - = - 0.0%

4A 3 0 0 0 0 O 0 0 0 0 O 0 12.9% 0.3 n
Administrative Assistant Ill - - - = = - - - = = - 0.0%

4B 14 0 0 0 0 O 0 0 0 1 O 1 12.9% 0.4 n
Administrative Assistant II - - = = = - - - - = - 7.1%

4Cc 16 0O 0 0 0 O 0 1 0 0 O 1 21.7% 1.8 y-1
Administrative Assistant | - - - - - - - - - - - 6.3%

5A 4 0 0 0 0 O 0 0 0 0 O 0 15.0% 0.5 n
Technician - - - = = - - - = = - 0.0%

6A 2 0 0 0 0 O 0 0 0 0 O 0 14.0% 0.2 n
Skilled - - - - - - - - - - - 0.0%

A 12 0 0 0 0 O 3 0 0 0 O 3 24.0% -0.7 n
Security - - - = = - - - = = - 25.0%

7B 21 4 1 0 0 O 4 0 0 1 O 10 39.0% -3.4 n
Plant Operations - - - = = - - - - = - 47.6%

7BS 1 0O 0 0 0 O 0 0 0 0 O 0 53.9% 0.4 n
Plant Operations Supervision - - - - - - - - - - - 0.0%
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Transfers and Promotions Analysis Female

Job group Total Male Female availability adverse impactampact Y/N?
1B 1 0 1 46.8% -0.6 n

Admin. and Management - - 100.0%

2A 6 3 3 50.6% -0.6 n

Professor - - 50.0%

2B 10 3 7 50.4% -3.0 n

Associate Professor - - 70.0%

2C 5 1 4 47.8% -2.1 n

Assistant Professor - - 80.0%

2D 3 0 3 45.8% -1.9 n

Instructor - - 100.0%

2E 2 0 2 45.0% -1.3 n

Adjunct Professor - - 100.0%

3A 14 2 12 59.3% -5.4 n

Professional Staff - - 85.7%

3B 1 1 0 43.3% 0.3 n

Athletics Staff - - 0.0%

3C 10 2 8 68.8% -2.5 n

Entry Level Professional - - 80.0%

3E 1 0 1 18.6% -0.9 n

Manager Plant Operations - - 100.0%

& Security

4A 2 0 2 86.8% -0.6 n

Admin Assistant Il1 - - 100.0%

4B 2 0 2 79.7% -0.7 n

Admin Assistant || - - 100.0%

4C 6 3 3 69.9% 0.4 n

Admin Assistant | - - 50.0%

5A 2 2 0 32.0% 0.5 n

Technician - - 0.0%

5AS 1 1 0 18.8% 0.2 n

Technician Supervision - - 0.0%

7AS 1 1 0 19.3% 0.2 n

Security Supervision - - 0.0%

7B 1 1 0 39.0% 0.3 n

Plant Operations - - 0.0%
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Transfer/Promotion Analysis Minorities

Job group Minorities Minority Adverse
Total Male Female total impact? impact Y/N?
B A Al H O B A Al H O availability
1B 1 0 0 0 0 O 0 0 0 0 O 0 14.5% 0.1 n
Admin. and Management - - - - = - - - = = - 0.0%
2A 6 0O 0 0 0 O 0O 0 0 O O 0 5.6% 0.3 n
Professor - - - - = - - - = = - 0.0%
2B 10 0O 0 0 0 O 0O 0 0 O O 0 14.3% 1.1 y-1
Associate Professor - - - - = - - - - - - 0.0%
2C 5 0 0 0 0 O 0 0 0 0 O 0 20.1% 0.8 n
Assistant Professor - - - = = - - - = = - 0.0%
2D 3 0 0 0 0 O 1 0 0 0 O 1 14.4% -0.7 n
Instructor - - - - - - - - - - - 33.3%
2E 2 0 0 0 0 O 1 0 0 0 O 1 154% -0.8 n
Adjunct Professor - - - - = - - = = = - 50.0%
3A 14 0 0 0 0 O 0 0 0 0 O 0 13.7% 15 y-1
Professional Staff - - - = = - - = = = - 0.0%
3B 1 0 0 0 0 O 0 0 0 0 O 0 13.3% 0.1 n
Athletics Staff - - - - - - - - - - - 0.0%
3C 10 0 0 0 0 O 1 0 0 0 O 1 12.4% 0.0 n
Entry Level Professional - - - - - - - - - = - 10.0%
3E 1 0 0 0 0 O 0 0 0 0 O 0 28.9% 0.2 n
Manager Plant Operations - - - = = - - = = = - 0.0%
& Security
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Transfer/Promotion Analysis Minorities
Minorities

Job group

4A

Administrative Assistant
[}

4B

Administrative Assistant
1

4C

Administrative Assistant |

5A

Technician

5AS

Technician Supervision

7AS

Security Supervision

7B

Plant Operations

Affirmative Action Plan Year Analysis 2002008 and Goals 2003009

Total

Male

B A Al

H

O

Female

B A Al H O

0

0 0 0 O

Minority Adverse
total impact?
availability
0 12.9% 0.2

0.0%

1 12.9% -0.8
50.0%

0 21.7% 1.0
0.0%

0 15.0% 0.2
0.0%

0 131% 0.1
0.0%

0 17.5% 0.1
0.0%

1 39.0% -0.7
100.0%

Impact Y/N?
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Terminations Analysis Female

Job group Total Male Female availability adverse impactpact Y/N?
2A 2 2 0 50.6% 1.2 n
Professor - - 0.0%

2B 1 1 0 50.4% 0.6 n
Associate Professor - - 0.0%

2C 1 0 1 47.8% -0.4 n
Assistant Professor - - 100.0%

3A 13 6 7 59.3% 2.3 n
Professional Staff - - 53.8%

3B 8 7 1 43.3% 3.2 n
Athletics Staff - - 12.5%

3C 14 8 6 68.8% 5.6 n
Entry Level Professional - - 42.9%

3D 3 1 2 42.9% -0.5 n
Supervisor Professional - - 66.7%

4A 1 0 1 86.8% 0.0 n
Administrative Assistant IlI - - 100.0%

4B 5 0 5 79.7% -0.2 n
Administrative Assistant Il - - 100.0%

4C 16 4 12 69.9% 14 n
Administrative Assistant | - - 75.0%

5A 4 3 1 32.0% 0.5 n
Technician - - 25.0%

6A 2 2 0 8.0% 0.2 n
Skilled - - 0.0%

7A 9 8 1 31.0% 2.3 n
Security - - 11.1%

7B 22 15 7 39.0% 3.3 n
Plant Operations - - 31.8%

7BS 1 0 1 34.4% -0.6 n
Plant Operations - - 100.0%

Supervision
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Terminations Andysis Minorities

Job group

2A

Professor

2B

Associate Professor

2C

Assistant Professor

3A

Professional Staff

3B

Athletics Staff

3C

Entry Level Professional

3D

Supervisor Professional

4A

Administrative Assistant Ill

4B

Administrative Assistant II

4C

Administrative Assistant |

5A

Technician

6A
Skilled

7A

Security

7B

Plant Operations
7BS

Plant Operations
Supervision
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Total

Minorities
Male

B A

0 O

Al

Female
B A AlH O
00 0 0O

Minority
total

0
0.0%

0.0%

0.0%

7.7%

12.5%

14.3%

0.0%

0.0%

0.0%

18.8%

0.0%

0.0%

33.3%

12

54.5%
1

100.0%

Adverse
impact?
availability

56% 0.1
143% 0.2
201% 0.2
137% 1.1
133% 03
12.4% 0.1
10.9% 0.4
129% 0.2
129% 08
21.7% 1.2
15.0% 0.7
140% 03
240% -0.4
39.0%  -1.7
53.9%  -0.4
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Exhibit E Training Programs and Events

Offerings of assorted tnaing opportunities are communicated widely. The following table lists

types of training and how the offering was communicated.

workshops and lunch
discussions including
Diversity in the Classroom,
A Inclusive Practices for
Diverse Learners targety
those with disabilities and

other diversity topics

Employee Training Communication
All faculty and staff A Business management and A Emails
professional skills A Website
A IT classes A Brochures
A Staff meetings
All faculty and staff Lunch discussions: A Emails
A Why Diets Dorn A Email posters
A Make your own Holiday A Posters
Pumpkin Centerpiece A Website
A A Little Mathematical Magic
for Halloween
A Home Alone Kids
A Belmont & Diversity
A Temperatufi eods
Anger Mgmt
A Belmont and Dversity
A No TVi no problem
(launching book group)
A Collegiate Basketball Rules
All supervisors A Legal Wellness | and Il A Targeted emails
workshops A Website
A Behavioral Interviewing A Staff meetings
workshop Alntranet
A Sexual Harassment Tool boxo
workshops
A Performance Management
workshops
A Compensation workshops
A Manager competency video A Targeted phone call
lending library and emails
Custodial Services staff | A Job specific training A In-service
departmental
training
Faculty A Search Committee applican A Search Committee
screening and interviewing or Departmental
training
Faculty A Teaching Effectiveness A Teaching Center

events
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New Adjunct Faculty | A FERPA tutorial A Website online
A Sexual Harassment tutorial training
New full time faculty A 2 days Orientation including A Orientation through
Diversity in the Classroom, the Provo
Sexual Haraament and Teaching Cente
Awareness, ADA A Website online
A FERPA tutorial training
A Sexual Harassment tutorial
New staff A Orientation and two A At new employee
competency based half day signup
workshops A Website
A FERPA tutorial A Emails
A Sexual Harassment tutolria
All faculty and staff A Diversity brochure focused A Distributed through
on diversifying the applicant search committees
and new hire base A Display stands
across campus
A Handouts in training
A New employee
folders
Training - White | White | Black | Hispanic| Hispanic | Total
Landscaping Male | Female| Male | Male Female
Monthly 2 3 2 1 1 9
In-service
Training - Maintenance White White Black Asian Total
Male Female | Male Male
A Water valve locations 12 1 3 2 18
A Fire alarm response
A PIV valve locations
A Gas valve locations
A Maintenance policies
Training | White | White | Black [ Black | Asian | Asian | Hispanic| Hispanc | Total
i Campus| Male | Female| Male | Female| Male | Femalel Male Female
Security
Monthly 19 |1 2 2 1 0 0 1 26
In-service
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Training - Custodial Services

\Window cleaning

Middle
Date # |Female [ Male |Black | Hispanic | Asian [Eastern| White

Job Skills & Safety Training Sept |[52| 21 |31 12 9 10! 9 | 12
(Organizing job duties, vacuum cleaner usag
care, cleaning kitchens, etc.) Oct 55| 23 13213 10 10 9 13
(Safety: Haz Com program, bloodborne Nov 55| 23 | 32| 13 11 10| 9 12
pathogas, MSDS sheets, personal protectio Dec 54| 22 | 31| 13 10 0] 9 12
etc.)
CS Preventative Maintenance Jan |53] 21 |32]12| 8 10 | 10 | 13
Vacuum Cleaner solutions Feb 54| 22 | 32| 14 8 9 11 | 12
Machinery Use and Care Mar |54 23 |31|15| 8 |10 10 |11
Public Space cleaning
Organizing your job duti3es Apr 55| 23 32|15 8 10 10 | 11
Review policy cell, telephone use May 52| 22 | 30| 15 8 10| 10 | 9
Plant Ops policies Jun |52 22 |29|15| 8 | 10| 9 | 10
Public Space cleaning in buildisg
Hard floor surface solutions Jul 51| 22 29|14 8 |10 8 |11
Toilet cleaning Aug 50| 20 | 30| 13 7 10| 9 11
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AAP Events Report

Septenber 2007 i August 208

Sponsor Event Invitees Date
Athena Award Womanés | ead|A Belmont staff March 2008
Program program A Belmont faculty
A Community
A Belmont A Tim Elmore Luncheon | A Belmont faculty A 9/12/07
Teaching A Belmont staff
Center
A Belmont A 100 Black Men of Belmont Black A 6 sessions
University Middle Tennessee Student Association Summer
Program Belmont faculty, staff 2008
& students
A Belmont A Belmont and Diversity | A Belmont students A 6 sessions
University Discussion Group A Belmont faculty in Jan/Feb
A Belmont staff 2008
A Belmont A Black History Month | A Belmont students, A February
University Events staff, and faculty each year
A Belmont A British Women Writers | A Belmont students A Spring
University class 2008
A Belmont A Classes on Women A Belmont students A Each
University Writers and on Afrian | A Belmont faculty semester
American Literature A Belmont staff
A Belmont A Diversity lunch A HR Director A Tuesdays
University discussions A OD Director ongoing
A Belmont Staff
A Belmont A Diversity Planning A Belmont faculty A Ongoing
University A Belmont st#
A Belmont students
A Belmont A First Time Professional| A Belmont Staff A 3/11/08
University workshop (facilitated by
OD Director)

A Belmont A Hunger and A Belmont students A March/Ap
University Homelessness Week | A Belmont faculty ril 2008
Activities A Belmont staff
A Belmont A Leadership & A Belmont faculty A Spring
University Professional A Belmont staff 2008

Development Series
(facilitated by OD
Director)
A Belmont A Lunch discussion A Belmont faculty A Fall 2007
University A Proper Diet A Belmont staff
A Belmont A Lunch discssion A Belmont faculty A Fall 2007
University A Mathematical Magic | A Belmont staff
A Belmont A Lunch discussion A Belmont faculty A Fall 2007
University A Home Alone Kids A Belmont staff
A Belmont A Lunch discussion A Belmont faculty A Fall 2007
University A Belmont and Diversity | A Belmont staff A Spring
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A (5 session series) 2008
A Belmont A Lunch discussion A Belmont faculty A Fall 2007
University A Anger Management | A Belmont staff
A Belmont A Lunch discussion A Belmont faculty A Spring
University A Wills and Living Wills | A Belmont staff 2008
A Belmont A Lunch dscussion A Belmont faculty A Spring
University A Copyright Law A Belmont staff 2008
A Belmont A Martin Luther King A Belmont students, A January
University Events (convocation staff, and faculty each year
programs, classes,
special speakers)
A Belmont A MBTI for Developmen | A OD Director A 5/13/08
University Staff
A Belmont A Middle Tennessee A HR Staff A Quarterly
University Diversity Forum meetings
A Belmont A Myers-Briggs Type A Belmont faculty A 10/23/07
University Indicator workshop A Belmont staff
A Belmont A Partnership with A Belmont HR staff A Ongoing
University Meharry Collge (HR A Meharry HR staff
iIssues including Bannel
and PeopleAdmin)
A Belmont A Partnerships with Fisk | A Belmont staff, faculty,| A Ongoing
University University and students
A (Human Resources, A Fisk staff, faculty and
Jubilee Singers) students
A Commuiity
A Belmont A Service Learning class§ A Belmont students A Spring
University focused on diversity 2008
A Belmont A Womends Hi §A Belmontstudents A March
University Month Events A Belmont faculty 2008
A Belmont staff
A Belmont A Diverse faculty and staf A HR Asst Director A Ongoing
University group serves as lead
Benefits
Committee
A Belmont A Black History Month | A Belmont students A February
University Display A Belmont faculty 2008
Bunch Library A Belmont staff
A Community
A Belmont A Diversity topicsfilm A Belmont Faculty A Spring
University series (monthly events)| A Belmont Staff 2008
Sociology A Belmont Students
Club A Community
A Belmont A Regular campus wide | A HR Staff presents A Ongoing
University staff meetings topics regularly
Staff Affairs
Council
A CABLE A Luncheon meetingaith | A Belmont HR staff A Monthly
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Organization women leaders as A Other Belmont A

speakers employees

A Community

Human A AAP Departmental A HR Director A November
Resources Mtgs A Belmont VPs, deans, 07
Office & directors
Human A Appointment by A HR Director A 20052008
Resources Governor for 3 year A meets
Office term for State quarterly

Workforce Developmen

Board
Human A Conflict Mgmt A OD Director A 10/11/07
Resources consultation with DLU | A Lipscomb Director
Office
Human A Conflict Mgmt A Belmont faculty A 10/9/07
Resources Workshop A Belmont staff
Office
Human A Convocation Programs| A Belmont students A Each
Resources on Diversity semester
Office
Human A CUPA-HR National A HR Director A 11/8
Resources Conference A OD Director 11/11/07
Office A Gender & Racial

Diversity

A Succession Planning

Human A Employment Law A HR Generalist A March
Resources Adjunct Instructor May 2008
Office
Human A Faculty diversity A HR Staff A Ongoing
Resources initiative
Office
Human A Gender and Diversity | A Belmont staff A Each
Resources workshops A Belmont faculty semester
Office
Human A Human Capital Plannin¢{ A HR Generalist A April
Resources Workshop 2008
Office
Human A Legal Wellness A Belmont staff A Offered
Resources workshops A Belmont faculty each
Office semester
Human A Lessons in Leadership | A HR Generalt A August
Resources around Trust, Inclusion 2008
Office & Retaliation
Human A MBTI/Strong Workshop| A OD Director A 1/4/08
Resources A HR Intern
Office
Human A Middle Tennessee A OD Director A 8/16/08
Resources Diversity Forum
Office Strategic Planning
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Retreat

Human New Employee A Belmont new staff Every
Resources Workshop (Discovering three
Office Yourself at Belmont months
includes diversity
session)
Human New Employee A Belmont new staff Every
Resources Workshop (Taking Careg three
Office of Business includes months
diversity session)
Human Onl i ne #™MangA ODDirector updates Ongoing
Resources Toolbox includes regularly
Office diversity and legal
issues
Human Partnership with other | A Tennessee State Ongoing
Resources EEO officers in University
Office Nashville Opportunity
Development Center
at Vanderbilt
University
A Fisk University
Human Sexual Harassment A All new staff On HR
Resources Awareness tutorial A All new adjunct website
Office faculty
Human Sexual Harassment A Belmont staff NFO
Resources workshops A All Belmont faculty 08/5/08
Office Training
offered
each
semester
Human Video-Clown Diversity | A Belmont faculty Use
Resources Video A Belmont staff ongoing
Office
Human Video-Mauritius Video | A Belmont faculty Use
Resources A Belmont staff ongoing
Office
Human Video-Winning Balance| A Belmont faculty Use
Resources Diversity Video A Belmont staff ongoing
Office
Human Video-Women of Color | A Belmont faculty Use
Resources Faculty A Belmont staff ongoing
Office
Human Workforce Investment | A HR Generalist May 2008
Resources Act Study Course
Office
Human Webi nar fiDi|A HR Staff 5/28/08
Resources Conversat o n's 0
Staff
Individual Professional A Belmont staff Ongoing
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Belmont organizations and boar¢ A Belmont faculty
employees participation (CUPA,
CABLE, WHET, etc.)
A MT-SHRM | A Conflict Mgmt & A OD Director A Aug. 23,
Mediation Workshop 2008
A Nashville A Millennial Talent A HR Generalist A November
Chambeirof Workshop 2007
Commerce
A Nashville HR | A Bi-monthly discussions| A HR Director A Ongoing
Executive HR issues including
Forum diversity
A NCAA A Athletics Advisory A HR Director A Ongoing
A Committee (gender & | A Belmont Ahletics
minority issues) staff
A Belmont students
A Office of A Convocation programs | A Belmont students A Ongoing
Student A Belmont faculty
Affairs A Belmont staff
A PeopleAdmin | A Attend Annual A HR Generalist A April
Conference and Preser 2007
Presentation on hiring
Adjuncts through PA
A PeopleAdmin | A EEOC Regulation A HR Generalist A July 2008
Webinar Changes A OD Director
A TN CUPA- A Attend Spring A HR Generalist A May 2008
HR Conference
A TN CUPA- A Legislative @mm. A HR Generalist A May 2008
HR Member
A Women in A Wo ma i€énerence & A HR OD Director A October
Higher presentations at A Other Belmont staff & 2007
Education in conference faculty
Tennessee A Other higher educatio

employees
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Exhibit F

How Belmont University disseminates the existence of its Affirmative
Action Plan & Equal Employment Opportunity Policy

Admissions information

All employment advertisements

All official university printed documents and forms

Belmont Jobs Online recruiting and hiring system including employment applica

Belmont Jobs Online staff and faculty training &ach posting

Departmental instructional meetings

Guest Lectures by HR staff for Belmont classes on Diversity, AAP, EEOC

HR advises policy and procedures for all faculty and administrator searches

Human Resources Website
http://www.belmont.edu/hr
includes Mission, Vision, and Values statements

Legal Wellness 1 and Il workshops for managers and handbooks

Manager s Tool box Online for Bel mon
e training for search comittees for sourcing applicants
e behavioral and legal aspects of interviewing
e applicant screening

New Faculty Orientation and handbooks

New Staff Orientation and handbooks

Student handbook, athletics handbook

Student Vision articles
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Exhibit G - Recruiting Sources Targeting Women and Minorities
Exhibit G - Recruiting Sources Targeting Women and Minorities

Recruiting applicants for vacant faculty and staff positions may be either an active or passive Iprtoess.
latter, ads are placed in various publications and individuals apply for the position. This is the process mc
frequently used. A passive process of seeking job applicants may result in a diverse pool of candidates b
may Yyield a pool of candidatehat lack sufficient diversity in gender or ethnicity.

The active process of recruiting applicants occurs when a hiring official and/or members of the search
committee seek out individuals either possessing the qualifications to perform the dintespasition to be
filled or know others that may have these qualifications. They do this by contacting people they are
acquainted with who might know of potential candidates or even by contacting individuals they know wha
might be interested in applyingrfthe position. They then solicit applications directly for the position. Highl
gualified candidates may not be actively looking for a different position, but would consider an opportunit
it were brought to their attention.

This list is a resourcir hiring officials, search committee chairs, and members of the search committee. |
designed to provide potential advertising information and contact information to assist in reaching potenti
gualified candidates and to attract a more diversaagmlpool. The Office of Human Resources is available
to answer questions and assist with these resources.

The recruiting resources provided in this list are:

1 - Internet recruiting sources where information about a position can be posted

2 - Suggeted recruiting sources that are targeted to specific readership

3 - Organizations specifically targeting minority job applicants

4 - Listings of historically black colleges/universities awarding advanced degrees

5 - Listings of historically black collegs/universities with undergraduate degree programs

The Internet has become increasingly more attractive for use in announcing job openings. Typically, the |
of applicants for jobs where the web was usddrger and more diverse than those found father sources.

In addition to the Internet resources mentioned in this document, search committee members are encour
to utilize sources of advertising (list servs for their discipline, discussion groups, etc.) they feel would be
applicable in reachingotential applicants. Increasing the size and diversity of the applicant pool can assis

search committees in finding highly qualified women and minorities. Moreover, by building a diverse poo
applicants, Belmont University demonstrates good faitbrtein fulfilling its Affirmative Action goals.
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Exhibit G - Recruiting Sources Targeting Women and Minorities

Recruiting applicants for vacant faculty and staff positions may be either an active or passive process. In
latter, ads are placed in van®publications and individuals apply for the position. This is the process most
frequently used. A passive process of seeking job applicants may result in a diverse pool of candidates b
may Yield a pool of candidates that lack sufficient diversity imdge or ethnicity.

The active process of recruiting applicants occurs when a hiring official and/or members of the search
committee seek out individuals either possessing the qualifications to perform the duties of the position tc
filled or know othes that may have these qualifications. They do this by contacting people they are
acquainted with who might know of potential candidates or even by contacting individuals they know wha
might be interested in applying for the position. They then soliciiagions directly for the position. Highly
gualified candidates may not be actively looking for a different position, but would consider an opportunit
it were brought to their attention.

This list is a resource for hiring officials, search commaitteairs, and members of the search committee. It is
designed to provide potential advertising information and contact information to assist in reaching potenti
gualified candidates and to attract a more diverse applicant pool. The Office of Humarc&esoavailable

to answer questions and assist with these resources.

The recruiting resources provided in this list are:

1 - Internet recruiting sources where information about a position can be posted

2 - Suggested recruiting sources that are tadyet specific readership

3 - Organizations specifically targeting minority job applicants

4 - Listings of historically black colleges/universities awarding advanced degrees

5 - Listings of historically black colleges/universities with undergraduateseggograms

The Internet has become increasingly more attractive for use in announcing job openings. Typically, the |
of applicants for jobs where the web is useldrger and more diverse than those found from other sources.
addition to the Interet resources mentioned in this document, search committee members are encourage:
utilize sources of advertising (listservs for their discipline, discussion groups, etc.) they feel would be
applicable in reaching potential applicants. Increasing #eeasid diversity of the applicant pool can assist

search committees in finding highly qualified women and minorities. Moreover, by building a diverse poo
applicants, Belmont University demonstrates good faith effort in fulfilling its Affirmative Adjioals.
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Suggested Recruiting Sources

Chronicle of Higher Education - Published each week, the chronicle is one of the best sources for reachir
large number of applicants. Although virtually every faculty ad should be listed in the chronicle, et usedb
to advertise administrative/professional position that must be recruited nationally. In addition to the paper
copy mailed to all subscribers, the chronicle posts information about the position on the Internet. To post
information on the Intert, individuals must have a user id and password. The Office of Human Resource:
will post all faculty jobs online and selected staff positionigp://chronicle.com

DIVERSE ISSUES IN HIGHER EDUCATION - This is a poplar periodical with articles of interest to
diverse students and faculty in colleges and universities. Formerly entitled Black Issues in Higher Educat
it is published every two weeks. The magazine carries job ads for openings in colleges andiesiwvaiskt

are also listed on the website.

Diverse Issues in Higher Education
10520 Warwick Avenue, Suite-8
Fairfax, VA 220303136
703/3852981
www.diverseeducation.com

Inside Higher Ed - An online newsl&er with articles, discussion areas, practical career columns, and a
powerful suite of tools to help higher education professionals get jobs and colleges identify and hire
employeeshttp://insidehighered.com

HigherEdJobs.com An online listing of faculty and selected staff positions that has readership of faculty
positions similar to the level seen with the online Chronicle of Higher Education. The Office of Human
Resources will post all faculty jobs onlinedaselected staff positionsttp://www.higheredjobs.com/

Hispanic Outlook in Higher Education - Another good source for recruiting applicants. As with the
Chronicle of Higher Education, this journal publisi@s announcements in their magazine and places the
announcement on the Internet. Applicants can access the jobs posted to the Internet site
http://www.hispanicoutlook.com/

Phone:(201) 588800 ext 1021.06

Fax:(201) 5879105

Affirmative Action Register - This nationally distributed recruiting source is directed to females, minorities
veterans, and disabled as well as to all applicants. The publisher is not an employment agency. Applican
access the jabposted to the Internet sitetp://www.aareeo.comy.

Email For Advertising & Sales Inquiriesids@aarjobs.com
225 S. Meramec Avenue, Suite 400, St. Louis, Missouri 63105
(314)863-2900, (800) 537-0655, FAX (314)863-2905

Editor: Lucy Knapp

Women in Higher Education- Since 1973, the Office of Women in Higher Education (OWHE) at the
American Council on Education (ACE) has been committed to the advancement of women |eacdeose F
than 25 years, OWHE has provided information and counsel to constituencies within the higher educatiot
community regarding policies, i ssues, educati ol
advancement.
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Contact information:

Office of Women in Higher Education
American Council on Education

One Dupont Circle NW

Washington, DC 20036

Tel: (202) 9399390

Fax: (202) 835696
http://www.acenet.edu/AM

E-mail: owhe@ace.nche.edu

E-mail for more information to Women in Higher Educati@career@wihe.com

Professional Associations

An extensive listing of professional organizations with information regarding job vacancies can be found :
each of the following web sites.

National Black Graduate Student Association, Inc.
Howard University Graduate School

NBGSA

MSC 590507

2400 Sixth Street, NW

Washington, D.C. 20059

(800) 47124102

(800) 4714102 (fax, also)

www.nbgsa.org
email: nationaloffice@nbgsa.org

The National Urban Leaguei s t he nati ono6s ol -Hases movament empawerq@ s t
African Americans and other people of color to enter the economic and social mainRreaanc h A me r
bestand brightest diversity talent.

http://careercenter.nul.org/post.cfm

The National Urban League is located at 120 Wall Street, 8th Floor, New York, NY 10005 The main numn
is 2125585300.

Internet Recruiting Sources

THE BLACK COLLEGIAN Academic Employment Network

The Diversity Registryagjuick and easy reference to those employers who are actively recruiting college
students for entrievel jobs.

$95.00 per ad

http://www.blackcollegian.com/

International Assoc of HR Info ManagementEthniCity
$200 per ad
www.ihrim.org/ihrimweb/jobs/index.html

www.ethnicity.com
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Headhunter.netScience Web
Fee $150 per ad
www.headhunter.ndittp://sciweb.com/index.html

Higher Ed Jobs Online Women in Higher Education (WIHE)
Free- Registration Required $368B60 perad
http://www.higheredjobs.confittp://www.itis.com/wihe/CareerText.html

ARTS & SCIENCES

AFRICAN STUDIES ASSOCIATION

c/o Rutgers, The State Universdf/New Jersey
132 George Street

New Brunswick, NJ 08931400, USA

Tel: 732932-8173

Fax: 7329323394

The Association is a membership organization with over 2,000 members and links scholars from many
disciplines with a common interest in African studiesperates a placement service and publishes the
African Studies Review. The organization's web site address is
www.sas.upenn.edu/African_Studies/Home Page/ASA_Menu.html

Center for Asian American Media
145 Ninth Street, Suite 350

San Francisco, CA 94103
415/8630814
www.asianamericanmedia.org

This is a professional organization which, among its other activities, offedasttips for young Asian
Americans interested in preparing for careers in media. Contact the leaders via the website listed above.

NATIONAL ASSOCIATION OF ARTISTS ORGANIZATIONS
918 F Street, NW

Washington, DC 20004

202/3476350

Its minority task forced working to increase minority involvement in developing policies and programs to &
minority artists http://www.naao.net/

NATIONAL ASSOCIATION OF BLACK GEOLOGISTS AND GEOPHYSICISTS

Mailing Address:

NABGG

4212 Sa Felipe, Suite 420
Houston, Texas 77027
http://www.nabgg.com

This group assists minority geologists and geophysicists with career advancement. It provides informatio
students considering the field. It has somlgotarship assistance and may help minority students locate
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summer jobs.

NATIONAL ASSOCIATION OF BLACK JOURNALISTS
University of Maryland

8701-A Adelphi Road

Adelphi, MD 207831716

(866) 479NABJ

http://www.nabj.org

This is an organization for professionals in the area of production, distribution, and dissemination of news
members are affiliated with newspapers, magazines, and radio and TV stations. It seeks to increase the
professionalism of its members andzen up new opportunities for Black journalists. The Association
operates a placement service and publishes a monthly newsletter. Some financial aid is provided througt
journalism schools. The organization's web site is at www.nabj.org.

NATIONAL ASSOCIATION OF BROADCASTERS
1771 N Street, NW

Washington, DC 20036

202/4295300

www.nab.org

This association has set up a minority broadca:
stations. It seeks ta@vide matching funds from other resources.

NATIONAL ASSOCIATION OF HISPANIC JOURNALISTS
National Press Building

529 14th Street, NW, Suite 1193

Washington, DC 20045

202/6627145

www.nabhj.org

This Association is carerned with gaining visibility and voice for Hispanic journalists. It also desires to
obtain more educational and employment opportunities, less discrimination and a more accurate picture
Hispanics in the media. The NAJH offers the Guillermo MartiMezquez Journalism Award to honor
journalism excellence that contributes to the betterment of the Hispanic community. It carries a stipend of
$1,000.00.

NATIONAL ASSOCIATION OF MATHEMATICIANS
c/o Dept. of Mathematics

Atlanta University

Atlanta, GA 30314

404/681-0251

http://www.nammath.org

This is a membership organization for mathematics teachers in predominantly Black Colleges and Univel
with Advanced Degree Programs. It works to encourage students imnnaditted careers. It publishes a
quarterly newsletter.
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NATIONAL ASSOCIATION OF MEDIA WOMEN
1185 Niskey Lake Road, SW

Atlanta, GA 30331

404/3445862

This is an association of women working in the field of communications. Most of its 800 members are Bla
It sponsors community projects and activities to help newcomers to the field.

NATIONAL NETWORK OF MINORITY WOMEN IN SCIENCE
c/o AAAS Office of Opportunities in Science

1333 H Street, NW

Washington, DC 20005

202/3266677

http://www?2.nas.edu/cwse/

This group seeks to increase the number of minority women in science by publishing information on
opportunities, offering placement services, and making awards in the field.

NATIONAL ASSOCIATION OF DRAMATIC AND SPEECHARTS
208 Cherokee Drive

Blacksburg, VA 24060

540/5526862

The NASDA links persons with an interest in Black and ethnic theater. It offers a placement service.

NATIONAL SOCIETY FOR BLACK PHYSICISTS
1100 N. Glebe Road

Suite 1010

Arlington, VA 22201

(703)53-4207

www.nsbp.org

This is a membership group of Black physicists or graduate students in this area. It was formed in 1978 ¢
publishes a periodic newsletter.

NATIONAL BLACK ASSOCIATION FOR SPEECH, LANGUAGE AND HERING
800 Perry Hwy, Suite 3

Pittsburgh, PA 15229

412-366-8804

http://www.nbaslh.org

This group works to improve professional opportunities for minorities in speech, language, and hearing
services and to improversee to all citizens. It solicits and provides financial support for the training of
black students in its fields.

NATIONAL BLACK MEDIA COALITION
38 New York Ave, NE

Washington, D. C. 20002

202/38%8155
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The NBMC is a coalition of primarily Black firm& ithe mass communications business which fosters
visibility and equity for its members. It works with print, augisual, and other media organizations and with
concerned federal agencies. Employment assistance is provided on an informal basis. Gtbeirsgdnde a
summer internship program for students, research assistance for local affiliates, a speaker's bureau, pub
of broadcasting rights brochure, and promotion of affirmative action among broadcasters and publishers.

NATIONAL CONFERENCEOF BLACK POLITICAL SCIENTISTS
c/o Dr. Pete Silver

Georgia Board of Regents

244 Washington Street, Suite 357

Atlanta, GA 30334

404/6560764

http://www.ncobps.org

The organization is designed to provide exchangesadégsional information among Black political and
social scientists. It has 300 members. Two fellowships to undergraduate students and one for a graduate
student are provided annually. The Journal of Political Repression is published. This Conferereithang
address every year with the election of the new president.

NATIVE AMERICAN JOURNALISTS ASSOCIATION
University of Oklahoma, Gaylord College

395 W. Lindsey

Norman, OK 73019

(405) 3259008

(405) 3256945 FAX

http:/www.naja.com

This group was formed to help link students and professionals in media fields. It holds an annual confere
and provides training.

SOCIETY FOR ETHNOMUSICOLOGY
Morison Hall 005

Indiana University

Bloomington, IN 47405

812/8556672
www.indiana.edu/~ethmusic/index.html

The society was founded in 1955 and its members are ethnomusicologists, anthropologists, musicologist
lay persons interested in the role of music in cultlihe society does research to study and find connections
between the newestern music with western folk and art music. It publishes a quarterly newsletter, a
directory, ethnomusicology, monographs, bibliographies, and pamphlets. An annual confereldce is he

SOCIETY FOR LATIN AMERICAN AND CARRIBBEAN ANTHROPOLOGY
2200 Wilson Blvd., Suite 600

Arlington, VA 22201

703/5281902 ext 3030

http://www.aaanet.org/sections/slaca/index.html
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SLACA provides a forum for discussion of current research, scholarly trends, and human rights concerns
well as a space for interchange among scholars from and who work in Latin America and the Caribbean.

BLACK NURSES ASSOCIATION
8630 Fenton Street, Suite 330
Silver Spring, MD 209163803
(301) 5893200,1-800-5756298
(301)589-3223 FAX
http://www.nbna.org/

Reach more NBNA members and nursing colleagues through this service with job and career opportuniti

COLLEGE OF B USINESS ADMINISTRATION

NATIONAL ASSOCIATION OF MANAGEMENT CONSULTANTS
4200 Wisconsin, NW

Suite 106

Washington, D.C. 20016

202/4661601

This is a nonprofit organization helping to link minority management consultants. It publishes a newslette
an annubjournal.

ASSOCIATION OF ASIAN AMERICAN ATTORNEYS AND CERTIFIED PUBLIC ACCOUNTANTS
225 Bush St, Suite 780
San Francisco, CA 94104

This group was founded in 1979, with support from Asian, Inc. to help link the special concerns of Asian
American to assisind support each other in the fields of accounting and law. It helps with employment an
publishes a newsletter.

NATIONAL ASSOCIATION OF BLACK ACCOUNTANTS, INC.
7249A Hanover Parkway

Greenbelt, MD 20770

Phone (301) 4<NABA

http://www.nabainc.org/pages/Home.jsp

The Association was founded in 1970 and provides professional information to aid its members and to
increase their awareness of each other. It encourages young persons to considepfrecéeltting and
works with minority businesses to help their growth. It publishes a quarterly newsletter. The National
Association of Black Accountants, Inc. (NABA) is one of the premier professional organizations in the nat
NABA represents the intests of more than 100,000 people of color in furtherance of their educational,
professional, and career goals in the related business fields of accounting, consulting, finance and inforrr
technol ogy. The Associ at i o fessipnalmeedsef itsrmemiserstapnywhiles
developing and inspiring future leaders who will shape the accounting and finance professions. NABA
effectively provides individual and industwyide advocacy to our represented constituency and members
nationwide NABA has established chapters across the country in most metropolitan areas and academic
institutions.
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NATIONAL ASSOCIATION of COLLEGE and UNIVERSITY BUSINESS OFFICERS (NACUBO)
http://www.nacubo.org

NACUBO is a nonprofit professional organization representing chief administrative and financial officers «
more than 2,100 colleges and universities across the country.

Georgia Association of Black Women Attorsey
http://www.gabwa.org/links.php

Law Jobs.com

Journal of Law, Economics, and Organization - UK periodical. Full text of articles is available to print subscribers

COLLEGE OF EDUCATION

BLACK WOMEN IN SISTERHOOD FOR ACTION
P.O. Box 1592

Washington, DC 20013

(301) 4601565

www.bisahq.org

This group, founded in 1980, inational norprofit corporation whose purposes are to develop and promote
alternative strategies for educational and career development of black women in the world of work; provic
scholarship assistance to deserving youths; provide support and sostahassio senior black women in the
community; share information and resources in meaningful ways with the comvatiiaitge; and to provide
leadership, role models, and mentors for young people.

BLACK WOMEN'S EDUCATIONAL ALLIANCE

P.O. Box 48067

Philaddphia, PA 19144

215/8421412

This group was formed in 1976 to link Black women who are teachers or educational administrators.
NATIONAL ALLIANCE OF BLACK SCHOOL EDUCATORS

http://www.nabse.org/

The Alliance provides a professional base for joint action by Black public school administrators. It was
formed in 1975 and seeks to (1) eliminate racism from education; (2) build positiuaagds for Black
students; (3) help careprogress of Black school personnel; and

(4) offer special training to facilitate career advancement.

NATIONAL ASSOCIATION OF BLACK PROFESSORS
PO Box 526

Crisfield, MD 21817

410/9682393

This group was formed in 1974 to foster communication among Blatkssors and to sponsor activities to
help minority students go on for advanced education. It operates a placement service.
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NATIONAL ASSOCIATION OF WOMEN IN EDUCATION
1325 18th Street, NW #210

Washington, DC 20036

202/6599330

The Association has opéea a Black women's educational history project to assemble information from ke
participants in this struggle. From time, to time, summaries of information are published on this effort. It h
minority concerns committee.

COLLEGE OF ENGINEERING, ARCHI TECTURE & TECHNOLOGY

ASIAN AMERICAN ARCHITECTS AND ENGINEERS
1167 Mission Street

4th Floor

San Francisco, CA 94103

(415) 9285910

http://www.asianinc.org/index2.htmi

This group helps minoritydsiness firms in the area through publication of a selected and annotated buyin
guide to Asian businesses.

NATIONAL ASSOCIATION OF BLACK CONSULTING ENGINEERS
1979 Beaumont Dr

Baton Rouge, LA 70806

504/92%7240

The NABCE links Blacks consulting firmsid works to improve their opportunities for new business. It also
encourages young people to enter technical careers.

NATIONAL INSTITUTE FOR RESOURCES IN SCIENCE AND ENGINEERING
4302 Star Lane

Rockville, MD 20852

301/7701437

RISE is a nofprofit organkation that gives technical assistance and information on opportunities for
Hispanics and Native Americans in the fields of science and engineering. It holds student workshops and
participates in activities by other national minority engineering orgaaimtRISE also works closely with
universities and colleges on minorities in engineering.

NATIONAL SOCIETY OF BLACK ENGINEERS
1454 Duke St

PO Box 25588

Alexandria, VA 223135588

703/5492207

http://www.nsbe.org

Thisis an organization with over 6,000 members. It seeks to increase minority participation in engineerin
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promote the professional development of its members. It works with student groups on college campuse:
publishes a magazine five times each yedn widistribution of over 20,000.

SOCIETY OF MEXICAN AMERICAN ENGINEERS AND SCIENTISTS
2437 Bay Area Blvd., #100

Houston, Texas 77058

(281)5573677: fax (281)55B677

guestions@maesatl.org

http://www.maesatl.ag

MAES was formed in 1974 to link Hispanic professions in engineering and science. It encourages studen
consider technical careers and operates placement in other services for its members.

SOCIETY OF WOMEN ENGINEERS
230 East Ohio St., Suite 400

Chicago, IL 60611

1.877.SWE.INFO
http://societyofwomenengineers.swe.org/

The Society operates a Minority Concerns Committee to develop programs and establish policies to encc
more minority wonen to enter engineering.

SOCIETY OF HISPANIC PROFESSIONAL ENGINEERS
5400 East Olympic Boulevard, Suite 120

Los Angeles, CA 90022

213/7253970

http://oneshpe.shpe.org

The Society was formed in 1974 by a group afddnic engineers in the Southern California area. Is has
studentchapter affiliates on a number of campuses. It offers some scholarship help, maintains a job refer
file, and provides some legal and professional development serves for its memberg0Ithapters located

all over the country and publishes a bimonthly newsletter.

COLLEGE OF REL IGION
National Association of Baptist Professors of Religion
http://www.mercer.edu/nabpr/publicatidns

COLLEGE OF HUMAN ENVIRONMENTAL SCIENCES

NATIONAL ASSOCIATION OF FASHION AND ACCESSORY DESIGNERS
2180 E. 93d Street

Cleveland, OH 44106

216/2310375

The Association was established to help Black fashion designers gain more professional recognition and

opportunities and to promote the quality of the industry. NAFAD chapters are located in major metropolite
areas. The Association publishes a bimonthly newsletter.
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STUDENT AFFAIRS

STUDENT AFFAIRS ADMINISTRATORS IN HIGHER EDUCATION

NASPA provides profesional development, promotes exemplary practices, and is a leader in policy
development. NASPA helps senior student affairs officers and administrators, student affairs professiona
faculty, and other educators enhance student learning and develoRNWSRA promotes quality and high
expectations; advocates for students; encourages diversity; and excels in research and publication.
http://www.naspa.org/

DEVELOPMENT

UNIVERSITY ADVANCEMENT and DEVELOPMENT

T o d a yndraising practitioners have expanded far beyond simply fundraising to include community
outreach, website management, marketing and public relations. The Association of Fundraising Professic
(AFP) is the professional association of 26,000 individtres have the necessary skills, knowledge, and
resources to get the job done! gain access to the largest community of professional fundraisers in the wo
http://www.afpnet.org/index.cfm

1101 King StreetSuite 700

Alexandria, VA 22314

7036840410

fax 7036840540

NON-PROFIT TIMES

http://www.nptimes.com/index.html

The NonProfit Times is published 24 times per year and is the premier business publictgorfor

nonprofit executives. The NonProfit Times reaches 85,000 executive decision makers and addresses all
business functions of the nonprofit organization including the latest news, fundraising, financial managen
direct marketing, technology aheljal and human resource issues. With monthly Special Reports, The

NonProfit Times is the source for business information for the nonprofit industrct Customer Service, at
888-491-8833. Or, fill out an Employer Support request.

ADMINISTRATIVE/PROFESSIONAL

NATIONAL ASSOCATION OF PRESIDENTIAL ASSISTANTS IN HIGHER EDUCATION
http://www.iupui.edu/~napahe/

NAPAHE c/o Daniel Management Group

733 15 th Street, NW Suite 330

Washington, DC 20005

Phone: (202) 638 -7897

Fax: (202) 638 -7895

E-mail: NAPAHE-DMG-DC
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Historically Black Colleges and Universities with Advanced Degree Programs

Alabama A&M University, 4900 Meridian St
Normal, AL 35762

Albany State College, 504 College Drive,
Albany, GA 31705

Alcorn State University, PO Box 359
Lorman, MS 390969402

Bowie State University, 1400 Jericho Park
Bowie, MD 207159465

Cheyney State University
Cheyney, PA19319

Clark Atlanta University, James P Brawley Drive @ Fair St., SW
Atlanta, GA 30314

Coppin State College, 2500 W N North Ave
Baltimore, MD 212393698

Delaware State University, 1200 North DuPont Highway
Dover, DE 19901

Fayetteville State University, 1200 Murchison Road
Fayetteville, NC 283014298

Fisk University
Nashville, TN 377033051

Florida A&M University
Tallahassee, FL 32308100

Fort Valley State College, 1005 State College Drive
Fort Valley, GA 31030

Grambling State University, 100 Man Street
Grambling, LA 71245

Hampton University, East Queen Street
Hampton, VA 23668

Howard University, 2300 6th Street, N W
Washington DC 20059

Interdenominational Theological Center, 700 Martin Luther King Jr. Drive, SW
Atlanta, GA 30314

Jackson Stae University, 1400 John R. Lynch St,
Jackson, MS 39217
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Kentucky State University, East Main St
Frankfort, KY 40601

Lincoln University, 830 Chestnut St, PO Box 29
Jefferson City, MO 651020029

Lincoln University, PO Box 179
Lincoln, PA 19352

Livingstone College, 701 West Monroe
Salisbury, NC 28144

Meharry Medical College, 1005 Dr. D. B. Todd, Jr. Bivd
Nashville, TN 372083599

Mississippi Valley State University, 1400 Highway 82 West
Itta Bena, MS 389411400

Morehouse School of Medicine 720 WestweDr SW
Atlanta, GA 30310

Morgan State University, Cold Spring Lane and Hiller Road
Baltimore, MD 21239

Norfolk State University, 2401 Corprew Ave
Norfolk, VA 23504-3907

North Carolina A&T State University, 1601 East Market Street
Greensboro, NC 27411

North Carolina Central University, 1801 Fayetteville Street
Durham, NC 277073129

Prairie View A&M University, PO Box 3089
Prairie View, TX 77446-0188

Savannah State College, PO Box 20209
Savannah, GA 31404

South Carolina State University, 300 South Ct¢ége St. NE
Orangeburg, SC 29117

Southern University & A&M College, Harding Boulevard
Baton Rouge, LA 70813

Tennessee State University, 3500 John Merrit Blvd
Nashville, TN 372091561

Texas Southern University, 3100 Cleburne Ave
Houston, TX 77004

Tuskegee University, 1506 Franklin Road
Tuskegee, AL 36088
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University of the District of Columbia, 4200 Connecticut Ave, NW
Washington, DC 20008

University of Maryland Eastern Shore, Backbone Road
Princess Anne, MD 21853

University of the Virgin Islands, Charlotte Amalie
St. Thomas, VI 008029990

Virginia State University, One Hayden Drive
Petersburg, VA 23806

Xavier University, 7325 Palmetto Street
New Orleans, LA 701251098
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