
University Senate Agenda 
September 17, 2021, 2:00-3:15, Webex 

2:00-2:40 

1. Approval of agenda
2. Introduction of visitors
3. Approval of minutes from May meeting (to follow)
4. Open session: Mira Lalovic-Hand (Senior Vice President, IRT), Leo Nelson

(Assistant Vice President and CIS) on disabling external media
5. Open session: Monika Shealey, Senior Vice President of Diversity, Equity, and

Inclusion

2:40-3:00 

6. Curriculum report (attached)
7. President’s report

a. Introduction of Senate officers: DeMond Miller (Vice President), Christine
Larsen-Britt (Secretary), Kha’ Sadler (Parliamentarian)

b. Calendar for 2021-2022 (attached)
c. COVID updates:

• Number of infections and vaccinations
• Mask mandates
• Vaccine mandates for members of AFT bargaining unit
• Asymptomatic testing

d. Fall curriculum deadlines: Fall 2021 proposals should be approved by the
department, dean, and college by Friday, October 1, 2021 at the latest.

e. Spring 2022 proposals should be approved by the department,
dean, and college by Friday, February 18, 2022 at the latest.

3:00-3:15 

8. Update on Budget (Chris Simons)
9. Joint Senate-AFT Task Force on the possibility of a Compensation Equity study
10. Ratification of Senate Committees (attached)
11. New and old business
12. Adjournment





Senate Curriculum Report – September 17, 2021 
Prepared by Marci Carrasquillo on behalf of the Senate Curriculum Committee 


 
The following major proposals from the College of Engineering are being submitted for Senate Approval: 
 


Proposal # Department Process Type Proposal 


5477024 
  


Electrical and 
Computer 


Engineering   
New Degree/Program  


 
Certificate of Undergraduate Study (CUGS): Applied Machine Learning in Engineering 


https://onbase.rowan.edu/AppNetForms/docpop/docpop.aspx?docid=5477024&chksum=5f36acd03f0d44fe379b96ac07bcf83e109e140dd9e608556cc24179d355f8f6 
Lead Sponsor: Ghulam Rasool  


 
The proposed 12 s.h. “Certificate of Undergraduate Study (CUGS) in Applied Machine Learning in Engineering will be offered by the Henry M. Rowan College of 
Engineering, Department of Electrical and Computer Engineering […] A unique aspect of this CUGS is the practical hands-on experience option it provides […] This 
CUGS also provides unique access for non-engineering students to Rowan Engineering’s signature hallmark, the Senior Engineering Clinic (2 credits, to be taken twice, 
for a total of 4 credits, providing year-long project experience, counting as one of the electives for the CUGS), where students work on real-world unsolved problems. 
Many of the projects are long term, lasting several semesters and are also externally funded. Senior Engineering Clinic is also a writing intensive class, providing 
students with additional experience for reporting / disseminating their work. [T]hrough this four-class sequence, the Applied Machine Learning in Engineering CUGS 
will provide breadth and depth in theoretical foundations of machine learning, as well as practical hands-on real-world project experience. As a result of this broad 
fundamental and practical experience we expect our students to be particularly marketable, attracting high paying salaries.”  
 


 
The following major proposals from the College of Humanities and Social Sciences are being submitted for Senate Approval: 
 


Proposal # Department Process Type Proposal 


  
5654488 


  
 World Languages  New Degree/Program  


 
Minor: Japanese 


https://onbase.rowan.edu/AppNetForms/docpop/docpop.aspx?docid=5654488&chksum=b0e33aae3f2bb9b31e5d308c10aaeed176bc089ff0cc1d51eaa2c67da85ed399 


Lead Sponsor: Marilyn Manley 
  


“The proposed [18 s.h.] Japanese Minor […] will allow our students to advance their linguistic and communicative competence in Japanese while broadening their 
knowledge of Japanese culture and society. […] This academic background will set our students apart as they search for employment in a wide variety of career fields, 
such as in translation and interpretation, foreign and public services, international sales and business, humanitarian work, government, politics, and international law. 
[…] [E]nrollment in Japanese courses at Rowan has steadily increased since Elementary Japanese courses were launched in 2009, and the demand and interest in 
continuing Japanese language study and declaring a Minor is currently high among our students.  Finally, it is worth noting that many Universities in the tri-state area 
offer a Major and/or a Minor in Japanese or Japanese Studies, such as Princeton University, Rutgers University, Montclair State University, University of Pennsylvania, 
Temple University, Villanova University, West Chester University, and University of Delaware, just to name a few. Adding a Japanese Minor to our offerings will put 
Rowan on track with the region’s finest and fastest-growing academic institutions and will give our graduates a competitive edge above other regional colleges that do 
not offer such a program.”  
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The following major proposals from the College of Humanities and Social Sciences are being submitted for Senate Approval: 
 


Proposal # Department Process Type Proposal 
 
 


5637691 
  
  


World Languages   New Degree/Program  


 
Certificate of Undergraduate Study (CUGS): Spanish for Health Professions 


https://onbase.rowan.edu/AppNetForms/docpop/docpop.aspx?docid=5637691&chksum=10d96eecb5984fdf0e85daad4ad4d00dee43ec54977d3ffe9bab3f67855addad 


Lead Sponsors: Marilyn Manley and Shari Willis 
  


“Spanish-speaking health professionals are urgently needed within the State of New Jersey as well as across the country [and] in New Jersey, roughly 29% of the 
population spoke a language other than English, with half of those speaking Spanish (over one million speakers).  Both New Jersey and New York are among the top 
seven ranked U.S. states in terms of their total number of Spanish speakers.  Finally, located relatively close to Rowan, New York City has the largest Spanish-speaking 
population of all U.S. cities.  Health professionals with proficiency in Spanish can connect with Spanish-speaking patients or clients in meaningful ways, allowing them 
to have a dialogue that is both helpful and comfortable.  Thus, by communicating in Spanish, health professionals may better assess their patients’ needs, leading to a 
better quality of care for these patients/clients.  Additionally, being able to work in a health setting with Spanish speakers expands career opportunities for our students.  
Many of the health positions for the Peace Corps in Central and South America, for example, require Spanish as well as other organizations/associations in our area that 
value Spanish language skills.  Students of the proposed CUGS in Spanish for Health Professions (12 s.h.) will [complete] a balance of Spanish language coursework at 
an appropriate level of proficiency (Intermediate) along with subject-specific coursework offered both in Spanish and in English.  We are confident that the proposed 
program will serve Rowan students well, will enhance their prospects on the job market, and will aid them in their communication and make them more effective in 
treating Spanish-speaking patients and clients.” 
 


 
The following major proposals from the School of Health Professions are being submitted for Senate Approval: 
 


Proposal # Department Process Type Proposal 
 
 


5666867 
  
  


  Health and 
Exercise Science New Degree/Program  


 
[Undergraduate] Concentration: Spanish for Public Health and Wellness 


https://onbase.rowan.edu/AppNetForms/docpop/docpop.aspx?docid=5666867&chksum=561fbab848b42aaaa9a79be9f46b28f559d3e9be4af5d498d440445b872a58f1 


Lead Sponsors: Shari Willis and Marilyn Manley 
  


“Health professionals with proficiency in Spanish can connect with Spanish-speaking patients or clients in meaningful ways, allowing them to have a dialogue that is 
both helpful and comfortable.  Thus, by communicating in Spanish, health professionals may better serve the populations in which they work.  If students go on to 
pursue a career within the field of healthcare, they will better assess their patients’ needs, leading to a better quality of care for these patients/clients.  Additionally, 
being able to work in a health setting with Spanish speakers expands career opportunities for our students.  Students of the proposed Concentration in Spanish for 
Public Health and Wellness (12 s.h.) will … gain general communicative competence in Spanish at the Intermediate level … [and] the course content will lead to a 
better understanding of the human body and will give inroads to understanding language and terminology needed while working with diverse populations.” 
 






Committee lists 21_22

				2021-2022 University Senate Committee Assignments



				Academic Integrity		Total 25- Including Chair

				Folkinshteyn, Dan -  Chair		Faculty- College of Business

				Asi Nia-Schoenstein		Faculty- College of Comm, Creative Arts

						Faculty- College of Education

						Faculty- College of Engineering

						Faculty- College of Education

						Faculty- College of Comm, Creative Arts

				Sarah Diorio		Faculty-College of Science/Math

						Faculty- College of Performing Arts

						Faculty- Cooper Med School- RU

						Faculty - School of Earth & Environment

						Faculty - School of Health Professions

						Graduate Advisor

						Rowan Global rep (faculty or prof. staff)

						Academic Success Center Rep.

				Maria Sudeck		AFT Representative

						Instructional Technology Rep. 

				Jennifer Matthews		Librarian

						Orientation & Student Leadership Rep.

						Res. Learning/Univ. Housing Rep.

				Tiffany Fortunato		Prof. Ethics Liasion (non-voting)

						Student Relations Liasion (non-voting)

						Acad. Pol./Proc Liasion (non-voting)

						Tech. Resources Liasion (non-voting)

						SGA rep

						SGA rep (Alternate)



				Academic Policies & Procedures		Total 13 - including Chair

				Herberg, Erin - Chair		Faculty- College of Comm, Creative Arts

				Jerry Hough		Faculty-College of Science/Math

				Shuang Wu		Faculty- College of Business

						Faculty- College of Education

				Doug Cleary		Faculty- College of Engineering

						Faculty- College of Humanities/Social Sciences 

						Faculty- College of Performing Arts

						Faculty - School of Earth and Environment

				Mary Ellen Santucci		Faculty - School of Health Professions

						Faculty- Cooper Med School- RU

				Rachel King		Librarian

				Amanda Cox		Professional Staff

				Kimberly Poolos		AFT Representative

						SGA

						SGA

						SGA





				Campus Aesthetics & Environmental Concerns		Total 22 - including Chair

				Britt, Rubin - Chair		Faculty

				Keith Brand		Faculty

				Patrick Crumrine		Faculty

				Ray Foley		Faculty

				Andra Gamer		Faculty

				Gabriela Hristescu		Faculty

				Elisha Moore		Faculty

				Michael Milovich		Faculty

				Robert Eisberg		Faculty

				Colleen Montgomery		Faculty

				Kathy O'Leary		Professional Staff

				Benjamin Saracco		Professional Staff

						Administrator

				Brian Calio		Faculty and/or Professional Staff

				Rachel King		Faculty and/or Professional Staff

				Christine Davidian		Faculty and/or Professional Staff

						CWA Representative

				Karla Tighe		AFT Representative

						IFPTE #195 Representative

						SGA Representative

						SGA Representative

						SGA Representative



				Career Development- CANCELLED		Total 13 - including Chair



				Committee on Committees		Total 6 - including Chair

				Uygur, Ozge - Chair		Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

				 Jennifer Matthews		AFT Representative



				Curriculum		Total 22 - NOT including Chair

				Carrasquillo, Marci - Chair 

				Ozge Uygur		Faculty-College of Business

				Phil Lewis		Faculty-College of Business

				Dan Strasser		Faculty-College of Comm, Creative Arts

				Gina Audio		Faculty-College of Comm, Creative Arts

				Rob Wieman		Faculty - College of Education

				Alicia Drelick		Faculty - College of Education

				Will Riddell		Faculty-College of Engineering

				Mitja Trkov		Faculty-College of Engineering

						Faculty-College of Humanities/Social Sciences

				Kate Slater		Faculty-College of Humanities/Social Sciences

				Adam Kolek		Faculty - College of Performing Arts

				Leslie Elkins		Faculty - College of Performing Arts

				Nancy Tinkham		Faculty - College of Science/Mathematics

						Faculty - College of Science/Mathematics

				Kevin Keenan		Faculty - School of Earth and Environment

				Eli Moore		Faculty - School of Earth and Environment

				Shari Willis		Faculty - School of Health Professions

				Carmen McDonald		Faculty - School of Health Professions

				David Vaccaro		Professional Staff

				Jennifer Matthews		Librarian

				Joel Rudin		AFT Representative

						SGA Representative

						SGA Representative              

						SGA Representative              

						SGA Representative



				Diversity Committee		Total 19 - including Chair

				Bazemore, Dawn Marie - Chair		Faculty or Professional Staff

				Eva Boodman		Faculty or Professional Staff

				Rachel Budmen		Faculty or Professional Staff

				Angela Cirucci		Faculty or Professional Staff

				Celeste Del Russo		Faculty or Professional Staff

				Bret McCandless		Faculty or Professional Staff

				Kelly Duke-Bryant		Faculty or Professional Staff

				Tom Fusco		Faculty or Professional Staff

				Colleen Montgomery		Faculty or Professional Staff

				Marybeth Walpole		Faculty or Professional Staff

				Aaron Barth		Faculty or Professional Staff

				Richard Jonsen		Faculty or Professional Staff



						Central Administrator

				Alexander Paparella		AFT Representative

						CWA Representative

						IFPTE #195 Representative

						SGA Representative

						SGA Representative

						SGA Representative



				Graduate Education, and Global Learning and Partnerships, Total 18

				Schillo, Mike -  Chair		Faculty- College Science/Math

						Faculty - College of Education

				Yide Shen		Faculty - College of Business

				Jennifer Courtney		Faculty-College of Comm, Creative Arts

						Faculty-College of Engineering

				Ed Kazarian		Faculty-College of Humanities/Social Sciences

						Faculty- College Performing Arts

						Faculty- College Science/Math

						Faculty - School of Earth and Environment

						Faculty - School of Health Professions

						Faculty-Cooper Med Sch - RU

				Jenn Savage		Professional Staff

				Denise Brush		Professional Staff

						Graduate Student

						Graduate Student

						Rowan Global Representative

				James Beury		AFT Representative

						SGA Representative

						SGA Representative

						SGA Representative



				Intercollegiate Athletics		Total 22 - including Co-Chairs

				Drutz, Dan - Chair		Professional Staff 

				Joanne Bullard, Co-Chair		Administrator (Senate Appointment)

						(Administrator President Appointment)

				Penny Kempf		Administrator 

				Dave Naphy		Administrator

				Gabby Lisella		Administrator

				Ryan Barrett		Professional Staff 

						Faculty-College of Business

				Pamela Marshall		Faculty-College of Comm, Creative Arts

						Faculty - College of Education

						Faculty-College of Engineering

						Faculty- College Performing Arts

				Seth Bergmann		Faculty- College Science/Math

						Faculty-College of Humanities/Social Sciences

				 		Faculty - School of Earth and Environment

				Greg Biren		Faculty - School of Health Professions

				Valerie Carabetta		Faculty-Cooper Med Sch - RU

				Dr. John Giannini		Athletic Director  (Non-voting member)

						SGA Representative

						SGA Representative

				Jeanine Dowd		AFT Representative



				Learning Assessment & Rowan Core		Total 16, not including chair

				Bauer, Nathan - Co- Chair		Chair/Faculty

				Nicholson, Jennifer - Co-Chair

				Joel Rudin		Faculty - College of Business

				Gracemarie Fillenwarth
		Faculty - College of Comm, Creative Arts

				Amy Accardo		Faculty - College of Education

				Juan Cruz		Faculty - College of Engineering

				Dustin Crowley
		Faculty - College of Humanities/Social Sciences

				Tony Hostetter		Faculty - College Performing Arts

				Benjamin Daniels		Faculty - College of Science/Math

				Paul Ullman		Faculty - School of Earth and Environment

				Darren Provine		Faculty - School of Health Professions

				Catharine Dickerson		Faculty

				Rui Shi		Faculty

				Samantha Kennedy		Librarian

				Cheryl Turley		AFT Representative

				Christine Larsen-Britt		Professional Staff Advisor

				Patrick Massaro		Professional Staff Advisor

				Jeff Bonfield		Director of Assessment (non-voting)

				Christine Mazza		Registrar's Office (non-voting)



				Professional Ethics & Welfare		Total 11 - including Chair

				Monroe, Alicia - Chair		Faculty or Professional Staff

				Herb Appelson		Faculty or Professional Staff

				Sarah Bauer		Faculty or Professional Staff

				Tom Dinzeo		Faculty or Professional Staff

				Nicole Edwards		Faculty or Professional Staff

				Jon Jiras		Faculty or Professional Staff

				Tarek Mousa		Faculty or Professional Staff

				Kimberly Houser		Faculty or Professional Staff

				Sarah Borden		Faculty or Professional Staff

				Kristen Hicke		Faculty or Professional Staff

				Amy Kusmiesz		AFT Representative

						Ex-Officio Committee Member



				Promotion, Tenure & Recontracting 		Total 11 - including Chair

				Haynes, Julie - Co-Chair		Faculty-College of Comm, Creative Arts

				Iftode, Cristina - Co-Chair		Faculty- College of Science and Math

				Ted Schoen		Faculty-College of Business

						Faculty-College of Engineering

				Natalie Schell-Busey		Faculty-College of Humanities/Social Sciences

				Xiufang Chen		Faculty - College of Education

				Anthony Hostetter		Faculty- College Performing Arts

						Faculty - School of Earth and Environment

				Eduard Dedkov		Faculty-Cooper Med Sch - RU

						Librarian

				Patti Coughlan		Lecturer

				Kim Poolos		Professional Staff

						Professional Staff

				Brittine Pratt		Professional Staff/Library

				Paul Grossman		AFT Representative









				Recruitment, Admissions & Retention		Total 19 - including Chair

				Morgan, Michael - Chair		Faculty or Professional Staff

				Barth, Aaron		Faculty or Professional Staff

				Borden, Sarah		Faculty or Professional Staff

				Mapp, Douglas		Faculty or Professional Staff

				Fife, Dustin		Faculty or Professional Staff

				Maslanik, LuAnn		Faculty or Professional Staff

				Thompson, Shari		Faculty or Professional Staff

				Jessica Syed		Faculty or Professional Staff

				Cynthia Finer		Faculty or Professional Staff

				Valerie LaMastro 		Faculty or Professional Staff

				Alison Novak		Faculty or Professional Staff

				Christine Mason		Faculty or Professional Staff

				Marina Bogush		Faculty or Professional Staff

				Tiffany Fortunato		Faculty or Professional Staff



				Mayra Arroyo		AFT Representative

						SGA Representative                    

						SGA Representative                  

						SGA Representative



				Research		Total 24 - including Chair

				Grinias, James -  Chair		Faculty - College of Science/Math

				Elika Kordrostrami		Faculty-College of Business

				Rui Shi		Faculty-College of Comm, Creative Arts

				Xiufang Chen		Faculty-College of Education

				Vince Beachley		Faculty- College of Engineering

						Faculty - College of Humanities/Social Sciences

				Davide Ceriani		Faculty - College Performing Arts

				Zach Christman		Faculty - School of Earth and Environment

						Faculty - School of Health Professions

				Valerie Carabetta		Faculty- Cooper Med Sch - RU

				James Holaska		Faculty

				Sarah Ferguson		Faculty

				Meredith Joppa		Faculty

				Vahid Rahmani		Faculty

				Ileana Soto-Reyes		Faculty

				Ane Turner Johnson		IRB Rep

				Kevin Currie		IBC Rep

				Eduard Dedkov		IACUC Rep

				Ben Saracco		Librarian

				Brittine Pratt		Professional Staff

						Professional Staff

						Professional Staff

				Shilpa Rele		AFT

						SGA





				Sabbatical Leave		Total 14 - including Chair

				Beth Wassell - Chair

				Tim Vaden		Faculty - College of Science/Math

						Faculty- College of Business

						Faculty- College of Comm, Creative Arts

				Thompson, Carol		Faculty- College of Education

						Faculty- College of Engineering

				Kelly Duke-Bryant		Faculty- College of Humanities/Social Sciences 

				Hu, Xiao		Faculty-College of Science/Math

				Higgins, Joseph		Faculty- College of Performing Arts

						Faculty - School of Earth and Environment

						Faculty -  School of Health Professions

				Laporta, Phil		Faculty or Librarian

				Wassell, Beth		Faculty or Librarian

				Olcay Ilicasu		Faculty or Librarian

				Amanda Adams (Fall meetings only)		AFT Representative (non-voting)



				Student Relations		Total 17 - including Chair

				Savage, Jennifer -  Chair		Faculty or Professional Staff

				Karen Brager		Faculty or Professional Staff

				Alison Novak		Faculty or Professional Staff

				Stephen Royek		Faculty or Professional Staff

				Christina Davidson-Tucci		Faculty or Professional Staff

				Sharon McCann		Faculty or Professional Staff

				Hannah Kye		Faculty or Professional Staff

				Valerie LaMastro		Faculty or Professional Staff

				Michael Vigorita		Faculty or Professional Staff

				Kristine Johnson		Faculty or Professional Staff

				Melissa Cosgrove		AFT Representative

						CWA Representative

						Graduate SGA Representative

						Graduate SGA Representative

						Graduate SGA Representative

						Graduate SGA Representative

						SGA Representative

						SGA Representative

						SGA Representative

						SGA Representative

						SGA Representative



				Technological Resources 		Total 21 - including Chair

				Poolos, Kimberly -  Chair		Professional Staff

				Chien, Chia 		Faculty-College of Science/Math

				Dominik, Michael 		Faculty- College of Business 

				Winkler, Christopher		Faculty- College of Comm, Creative Arts

				Perry, Jill		Faculty- College of Education

						Faculty- College of Engineering

						Faculty- College of Humanities/Social Sciences 

				Hiatt, Jeff		Faculty- College of Performing Arts

						Faculty- Cooper Med School- RU

						Faculty - School of Earth and  Environment

						Faculty - School of Health Professions

				Haiao, Shih-Hui		Faculty

				Lee, Ik Jae		Faculty

				Spielman, Stephanie		Faculty

				Isaacson, Nina		Faculty

				Mapp, Douglas		Faculty

				Davidan, Christine		Librarian

				Grossman, Paul		Professional Staff

				Manley, David		Professional Staff

				Laura Repsher		AFT Representative

						SGA





				University Budget & Planning		   Total 22 - NOT including Co-Chairs

				Simons, Chris - Chair

				Scully, Joe - Co-chair		Executive Director of Budget & Planning

				Miller, DeMond		Vice President - Senate 

				Blake, Michael		Vice President - Administration & Finance

				Scarpa, Bob		Faculty- College of Business

						Faculty- College of Comm, Creative Arts

				Vernon-Dotson, Lisa		Faculty- College of Education

				Bodnar, Cheryl		Faculty- College of Engineering

				Plourde, Bruce		Faculty- College of Humanities/Social Sciences 

				Fusco, Tom		Faculty- College of Performing Arts

				Smith, Trevor		Faculty- College of Science/Mathematics

						Faculty - School of Earth & Environment

						Faculty - School of Health Professions

						Faculty- Cooper School Medicine- RU

				An, Sharon		Librarian

						Faculty

				Manley, David		Professional Staff

				Hicke, Kristen		Professional Staff

				Esther Mummert		AFT Representative

						CWA Representative

						IFPTE#195 Representative

						SGA Vice President or CFO

						SGA Vice President or CFO



				All University Committees

				Awards		Total 9 - including Chair

				Royek, Stephen-Chair		Faculty 

						Faculty 

						Faculty 

						Faculty 

						Faculty 

				Dan Kipnis		Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

				John Quinesso		AFT Representative



				Bookstore		Cancelled



				International Education Council		Total 22 Max - Including Chair

				An, Sharon (Co-chair)		Faculty or Professional Staff

				Li, Yupeng (co-chair)		Faculty or Professional Staff

				Thanh Nguyen		Faculty or Professional Staff

				Nina Krey		Faculty or Professional Staff

				Andrea Baer		Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff

						Faculty or Professional Staff



				Library		Total 13 - including Chair

				Michael Dominik		Faculty

				Ayishat Omar		Faculty

				Nina Isaacson		Faculty

				Karyn Tappe		Faculty

						Faculty

						Professional Staff

						Professional Staff

						Professional Staff

				Mary Ellen Santucci		AFT Representative

						SGA Representative

						SGA Representative

						SGA Representative

						Library Dean





				University Scholarship		Total 11 - including Chair

				Espinosa, Jennifer (chair)		Faculty

				Cass Sherman 		Faculty

				Melanie Alverio 		Faculty

				Bethany Gummo 		Faculty

				Melissa Klapper		Faculty

				Kristine Johnson		Faculty

				Heather Dolbow 		Professional Staff

				Nadia Rahin		Professional Staff

				Brian Calio		Professional Staff

				Lorenzo Matthews		Professional Staff

				DeLithea Davis 		AFT Representative





				ADHOC Committees

				Calendar		Total 1 -appt of Senate President





				Campus Hearing Board		Total 3 -appt of Senate President









				Senate Representatives to the Board of Trustees

				Fusco. Tom		Academic Affairs

				Simons,Chris		Budget and Finance

				Thomas. Skeff		Facilities

				Hough, Jerry		Audit

				Drutz, Dan		Advancement

				 



























				Chairs Council		Total 

				Accounting & Finance		Stephanie Weidman

				Art		Donna Sweigart

				Biological Sciences		Stephen Bentivenga

				Biomedical Engineering		Mark Byrne

				Chemical Engineering		Mariano Savelski

				Chemistry & Biochemistry		Subash Jonnalagadda

				Civil/Environmental Engineering		Kauser Jahan

				Communication Studies		John Feaster

				Computer Science		Vasil Hnatyshin

				Educational Services and Leadership		Mionica Kerrigan

				Electrical/Computer Engineering		Robi Polikar

				English		Zena Meadowsong

				Environmental Science		Beth Christensen

				(ExEEd)		Jess Everett (acting)

				Geography, Planning & Sustainability		Kevin Keenan

				Geology		Harold Connolly

				Health & Exercise Science		Greg Biren

				History		Janet Lindman

				Interdisciplinary and Inclusive Education		Lisa Vernon-Dotson

				Interdisciplinary Studies		Emily Blanck

				Journalism		Kathryn Quiigley

				Language, Literacy and Soc Ed		Val Lee 

				Law & Justice Studies		Michael Weiss

				Management/Entrepreneurship		Dilip Mirchandani

				Marketing & Business Information Systems		Phil Lewis

				Mathematics		Dexter Whittinghill III 

				Mechanical Engineering		Ratneshwar Jha

				Molecular Biology		Salvatore Caradonna

				Molecular & Cellular Biosciences		Stephen Bentivenga

				Music		Robert Rawlins

				Nursing		Mary Ellen Santucci

				Philosophy/Religion		Ellen Miller

				Physics & Astronomy		David Klassen

				Political Science and Economics		Lawrence Markowitz

				Psychology		MaryLou Kerwin

				Public Relations/Advertising		Suzanne FitzGerald

				Radio/TV /Film		Keith Brand

				STEAM		Angela Beale-Tawfeeq

				Sociology and Anthropology		Harriet Hartman

				Theatre/Dance		Paule Turner

				World Languages and Literatures		Marilyn Manley

				Writing Arts		Andrew Kopp

				AFT Rep		Dilip Mirchandani











































































































































































































































































































































































































































































































































































































































































































































































































































































































































































2017-18  UNIVERSITY SENATE  COMMITTEES		


Prepared by browne &D	Page &P







DEI encourages council members to start a book study with their respective departments,
to continually learn and engage in various topics surrounding DEI.  We recommend the
following books! Please email DEI@Rowan.edu with any questions or further
recommendations. 


Racism Without Racists by Edward Bonilla-Silva


Two-Faced Racism examines and explains the racial attitudes and behaviours exhibited
by whites in private settings. While there are many books that deal with public attitudes,
behaviours, and incidences concerning race and racism (frontstage), there are few studies
on the attitudes whites display among friends, family, and other whites in private settings
(backstage).


In How to Be an Antiracist, Kendi takes readers through a widening circle of antiracist
ideas—from the most basic concepts to visionary possibilities—that will help readers see
all forms of racism clearly, understand their poisonous consequences, and work to
oppose them in our systems and in ourselves. 


Bonilla-Silva documents how, beneath our contemporary conversation about race, there
lies a full-blown arsenal of arguments, phrases, and stories that whites use to account for—
and ultimately justify—racial inequalities. The fifth edition of this provocative book makes
clear that color blind racism is as insidious now as ever.


How to Be an Antiracist by Ibram X. Kendi


Two-faced Racism by Leslie Houts Picca


Long Time Coming grapples with the cultural and social forces that have shaped our
nation in the brutal crucible of race. In five beautifully argued chapters―each addressed
to a black martyr from Breonna Taylor to Rev. Clementa Pinckney―Dyson traces the
genealogy of anti-blackness from the slave ship to the street corner where Floyd lost his
life―and where America gained its will to confront the ugly truth of systemic racism.
Ending with a poignant plea for hope, Dyson’s exciting new book points the way to social
redemption. Long Time Coming is a necessary guide to help America finally reckon with
race.


Long Time Coming: Reckoning with Race in America
by Michael Eric Dyson


Anti-Racism 


DEI BOOK STUDY
RECOMMENDATIONS







Faces At The Bottom Of The Well: The Permanence Of 
Racism by Derrick Bell
Civil rights activist and legal scholar Derrick Bell uses allegory and historical examples to
argue that racism is an integral and permanent part of American society. African
American struggles for equality are doomed to fail so long as the majority of whites do
not see their own well-being threatened by the status quo. Bell calls on African
Americans to face up to this unhappy truth and abandon a misplaced faith in inevitable
progress.


The Color of Law: A Forgotten History of How Our 
Government Segregated America by Richard Rothstein
 Richard Rothstein’s The Color of Law offers “the most forceful argument ever published
on how federal, state, and local governments gave rise to and reinforced neighborhood
segregation” (William Julius Wilson). Exploding the myth of de facto segregation arising
from private prejudice or the unintended consequences of economic forces, Rothstein
describes how the American government systematically imposed residential
segregation: with undisguised racial zoning; public housing that purposefully segregated
previously mixed communities; subsidies for builders to create whites-only suburbs; tax
exemptions for institutions that enforced segregation; and support for violent
resistance to African Americans in white neighborhoods.


Medical Apartheid: The Dark History of Medical 
Experimentation on Black Americans from Colonial 
Times to the Present by Harriet A. Washington
From the era of slavery to the present day, starting with the earliest encounters between
Black Americans and Western medical researchers and the racist pseudoscience that
resulted, Medical Apartheid details the ways both slaves and freedmen were used in
hospitals for experiments conducted without their knowledge—a tradition that continues
today within some black populations. 


On Juneteenth by Annette Gordon-Reed 
Weaving together American history, dramatic family chronicle, and searing episodes of
memoir, Annette Gordon-Reed’s On Juneteenth provides a historian’s view of the
country’s long road to Juneteenth, recounting both its origins in Texas and the
enormous hardships that African-Americans have endured in the century since, from
Reconstruction through Jim Crow and beyond.


The New York Times Magazine’s award-winning “1619 Project” issue reframed our
understanding of American history by placing slavery and its continuing legacy at the center
of our national narrative. This new book substantially expands on that work, weaving
together eighteen essays that explore the legacy of slavery in present-day America with
thirty-six poems and works of fiction that illuminate key moments of oppression, struggle,
and resistance.


The 1619 Project by Nikole Hannah-Jones


Racial History 







My Grandmother’s Hands: Racialized Trauma and the
Pathway to Mending Our Hearts and Bodies by Resmaa
Menakem


Racial Healing Handbook by Anneliese Singh


In this groundbreaking book, therapist Resmaa Menakem examines the damage caused
by racism in America from the perspective of trauma and body-centered psychology.
The body is where our instincts reside and where we fight, flee, or freeze, and it endures
the trauma inflicted by the ills that plague society. Menakem argues this destruction will
continue until Americans learn to heal the generational anguish of white supremacy,
which is deeply embedded in all our bodies. Our collective agony doesn't just affect
African Americans. White Americans suffer their own secondary trauma as well. So do
blue Americans—our police. 


Superior: The Return of Race Science by Angela Saini
Superior tells the disturbing story of the persistent thread of belief in biological racial
differences in the world of science. After the horrors of the Nazi regime in World War II,
the mainstream scientific world turned its back on eugenics and the study of racial
difference. But a worldwide network of intellectual racists and segregationists quietly
founded journals and funded research, providing the kind of shoddy studies that were
ultimately cited in Richard Herrnstein and Charles Murray’s 1994 title The Bell Curve,
which purported to show differences in intelligence among races. 


Healing from racism is a journey that often involves reliving trauma and experiencing
feelings of shame, guilt, and anxiety. This journey can be a bumpy ride, and before
we begin healing, we need to gain an understanding of the role history plays in
racial/ethnic myths and stereotypes. In so many ways, to heal from racism, you must
re-educate yourself and unlearn the processes of racism. This book can help guide
you. 


Racial Healing 


The Color of Success: Asian Americans and the Origins
of the Model Minority (Politics and Society in Modern
America) by Ellen D. Wu
Weaving together myriad perspectives, Wu provides an unprecedented view of racial
reform and the contradictions of national belonging in the civil rights era. She highlights
the contests for power and authority within Japanese and Chinese America alongside
the designs of those external to these populations, including government officials, social
scientists, journalists, and others. And she demonstrates that the invention of the model
minority took place in multiple arenas, such as battles over zoot suiters leaving wartime
internment camps, the juvenile delinquency panic of the 1950s, Hawaii statehood, and
the African American freedom movement. 







The groundbreaking publication of She’s Not There in 2003 jump-started the transgender
revolution. By turns hilarious and deeply moving, Boylan – a cast member on I Am Cait;
an advisor to the television series Transparent, and a contributing opinion writer for the
New York Times -- explores the territory that lies between men and women, examines
changing friendships, and rejoices in the redeeming power of love and family. 


She's Not There by Jennifer Finney Boylan


How to Fight Anti-Semitism by Bari Weiss 
For most Americans, the massacre at Tree of Life, the synagogue where Bari Weiss
became a bat mitzvah, came as a shock. But anti-Semitism is the oldest hatred,
commonplace across the Middle East and on the rise for years in Europe. So that terrible
morning in Pittsburgh, as well as the continued surge of hate crimes against Jews in cities
and towns across the country, raise a question Americans cannot avoid: Could it happen
here? This book is Weiss’s answer. 


Neurotribes: The Legacy of Autism and the Future of
Neurodiversity by Steve Silberman
NeuroTribes: The Legacy of Autism and the Future of Neurodiversity is a book by
Steve Silberman that discusses autism and neurodiversity from historic, scientific and
advocacy-perspective.


Anti-Semitism 


Neurodiversity 


Gender 


 As a botanist, Robin Wall Kimmerer has been trained to ask questions of nature with
the tools of science. As a member of the Citizen Potawatomi Nation, she embraces
the notion that plants and animals are our oldest teachers. Drawing on her life as an
indigenous scientist, and as a woman, Kimmerer shows how other living
beings―asters and goldenrod, strawberries and squash, salamanders, algae, and
sweetgrass―offer us gifts and lessons, even if we've forgotten how to hear their
voices. In reflections that range from the creation of Turtle Island to the forces that
threaten its flourishing today, she circles toward a central argument: that the
awakening of ecological consciousness requires the acknowledgment and celebration
of our reciprocal relationship with the rest of the living world.


Braiding Sweetgrass by Robin Wall Kimmerer


Indigenous Paradigms 








CALENDAR for 2021-2022  
AFT Executive and General Membership Meetings 


AFT Retirees’ Chapter Meetings 


University Senate Executive/Full Senate Meetings 


University Assembled / Commencement 


 


 


 


 


 


 


 


 


 


 


 


(6/21) 


Executive Committee 
Meetings 


Location 
Time – 2 pm 


 General Membership 
Meetings 


Location 
          Time – 2 pm 


Tuesday, August 24, 2021 CSC Ballroom (left side)   Friday, September 10, 2021 CSC Room 221 


September no meeting    Friday, October 29, 2021 Virtual 


Friday, October 8, 2021 CSC Ballroom (left side) 
CSC  


    November no meeting  


November no meeting      Friday, December 10, 2021 CSC Ballroom (left side) 


Friday, December 3, 2021 CSC Ballroom (left side) 
CSC Room 221 


  Friday, January 21, 2022 CSC Ballroom (left side) 


  January no meeting    Friday, February 25, 2022 CSC Ballroom (left side) 


Friday, February 4 2022 CSC Ballroom (left side)     Friday, March 11, 2022 Virtual 


March no meeting    Friday, April 29, 2022 CSC Ballroom (both sides) 


  Friday, April 1, 2022 CSC Ballroom (left side)     Friday, June 10, 2022 
 
  End of Academic Year Luncheon 


CSC Ballroom (both sides) 


Retirees’ Chapter Location – Time 12 noon-2 pm 
Thursday, September 9 CSC Ballroom  (window side) 


Welcome New AFT Retirees’ Reception 
 


Wednesday, October 13 CSC Room 144    
Welcome New AFT Retirees Reception 


 


Thursday, November 11 CSC Room 144    
Wednesday, December 8 CSC Room 144    
January no meeting  
Wednesday, February 9 CSC Room 144    
Wednesday, March 9 CSC Room 144    


Wednesday, April 13 CSC Room 144    


Senate Executive  
(Zoom Meetings  
2:00-3:15 pm)  


 University Full Senate  
(Zoom Meetings  
2:00-3:15 pm) 


 University Assembled 
President Ali Houshmand 


 


 Friday, September 3, 2021  Friday, September 17, 2021  Friday, October 15, 2021 at 2 pm 


 Friday, October 1, 2021  Friday, October 22, 2021  Friday, March 25, 2022 at 2 pm 
 Friday, November 12, 2021  Friday, November 19, 2021   


 Friday, December 3, 2021  Friday, December 17, 2021  Commencement Week 


 Friday, January 28, 2022  Friday, February 11, 2022   May 9 – May 13, 2022 
 Friday, February 18, 2022  Friday, March 4, 2022   


 Friday, March 11, 2022  Friday, April 8, 2022   


 Friday, April 22, 2022  Thursday, May 19, 2022   








DIVISION OF DIVERSITY, EQUITY AND INCLUSION


ANTIRACIST PEDAGOGIES & 


PRACTICES TASKFORCE


The Antiracist Pedagogies and Practices Task Force is made up of
faculty, staff, and students from across all Rowan colleges and
campuses. Our goal is to draw from research and experience in and
beyond our community in a bottom-up effort to support antiracist
work on our campuses. We will collaborate to assess the assets and
needs for antiracist efforts at our institution, taking account of local
histories and current realities as we: (1) craft shared language
around racism and antiracism on campus; (2) establish certificate
programs in antiracist pedagogies and practices for faculty and
staff; and (3) build a program for student leadership in antiracism. 


To join, please email 
Rachael Shapiro, shapiror@rowan.edu



mailto:shapiror@rowan.edu





DR. RACHAEL SHAPIRO


  


Dr. Rachael Shapiro has focused her research, 
teaching, and service on social justice, linguistic
diversity, and antiracist pedagogy for fifteen years. 
She holds a PhD in Composition and Cultural
Rhetoric from Syracuse University (2015), and an
MA in English with a concentration in Rhetoric and
Composition from Washington State University
(2008). At Rowan, she applies antiracist teaching
strategies in undergraduate and graduate courses 
in the Writing Arts department, as well as in her work with preservice K-5
teachers in the Literacy Studies program. She has led and served on DEI
committees across the university, including the Senate Diversity Committee, the
Division of DEI Committee on Promoting and Supporting Inclusive Teaching,
Scholarship, and Professional Development, the Edelman College of
Communication and Creative Arts DEI Committee, and the Writing Arts Diversity
Council. 


In her scholarship, Dr. Shapiro advocates for linguistic agency and justice for
BIPOC, multilingual, and non-standard language users. Other areas of scholarly
expertise include literacy studies, transnational feminism, digital writing, basic
writing, critical pedagogy, and composition pedagogy. Dr. Shapiro is the recipient
of the 2020 Richard C. Ohmann Award for Outstanding Article in College English,
the plenary journal of English studies. You can read her work there, as well as in
journals like Composition Forum and Literacy in Composition Studies. She has a co-
authored chapter titled “Averting Colorblind Translingualism” in the forthcoming
collection Racing Translingualism in Composition: Toward a Race-Conscious
Translingualism. 


In her role as Provost Fellow on DEI to the Faculty Center, some of Dr. Shapiro’s
responsibilities will include providing joint leadership and direction for the
Faculty Center staff in the area of DEI, assisting academic departments and
faculty with course design and curriculum development to promote anti-racism,
culturally responsive and relevant pedagogy, and creating a faculty cohort
prepared to join a faculty recruitment initiative.
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Office of Human Resources 
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Rowan DEI Division Definitions of Diversity, Equity & 
Inclusion  
 


Diversity 
 
We commit to promoting and increasing 
diversity which is expressed in various forms, 
including race and ethnicity, gender and 
gender identity, sexual orientation, 
socioeconomic status, language, culture, 
marital status, national origin, religion, age, 
(dis)ability status and political perspective. As 
the Association of American Colleges and 
Universities (AAC&U) so often points out, 
diversity should be talked about as “inclusive 
excellence,” for only when a campus is truly 
inclusive can it make a claim to excellence. 


 
 


Equity 


Equity is the guarantee of fair treatment, access, opportunity, and advancement for all students, faculty, 
and staff, while identifying and eliminating barriers that prevent full participation of some groups. 
Equity-minded practices are created through: 


1. Willingness to look at student outcomes and disparities at all educational levels disaggregated 
by race and ethnicity as well as socioeconomic status. 


2. Recognition that individual students are not responsible for the unequal outcomes of groups 
that have historically experienced discrimination and marginalization in the United States. 


3. Respect for the aspirations and struggles of students who are not well served by the current 
educational system. 


4. Belief in the fairness of allocating additional college and community resources to students who 
have greater needs due to the systemic shortcomings of our educational system in providing for 
them. 


5. Recognition that the elimination of entrenched biases, stereotypes, and discrimination in 
institutions of higher education requires intentional critical deconstruction of structures, 
policies, practices, norms, and values assumed to be neutral toward race, ethnicity, gender 
identity, sexuality, age, disability and other visible and invisible differences. (Adapted from 
AACU) 
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We commit to working actively to challenge and respond to bias, harassment, and discrimination. We 
are committed to a policy of equal opportunity for all persons and do not discriminate on the basis of 
race, ethnicity, national origin, age, marital status, sex, sexual orientation, gender identity, gender 
expression, disability, religion,  or veteran status. 
Inclusion 


Inclusion is the active, intentional, and ongoing engagement with diversity—in people, in the curriculum, 
in the co-curriculum, and in communities (intellectual, social, cultural, geographical) with which 
individuals might connect—in ways that increase one’s awareness, content knowledge, cognitive 
sophistication, and empathic understanding of the complex ways in which individuals interact within 
systems and institutions. (AAC&U) 
The Diversity, Equity, and Inclusion Council is responsible for leading the development, implementation, 
and monitoring of the university’s diversity strategic action plan. Council members are comprised of 
representatives from the following groups: academic units (Diversity Committee chairs/Associate 
Deans), Student Enrollment Management, Advising, Admissions, International Center, Faculty Center, 
Student Affairs, Academic Success Center, Wellness Center, General Counsel, Procurement, Library 
Services, Facilities, Office of Student Equity and Compliance (Title VI & IX), CAPA, SJICR, University 
Communications, Public Safety, Alumni Engagement, Advancement, Diversity Faculty Senate Committee, 
Human Resources, and student leaders. 
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Introduction  
The purpose of a Toolkit for Diversity, Equity, and Inclusion (DEI) in Faculty Recruitment, Hiring, and 
Retention is to provide Rowan University members with promising practices to achieve DEI and address 
historical marginalization in recruitment, hiring, and retention efforts.  
Rowan University will lead the country in developing systems and structures that facilitate university-
wide collaboration that result in equitable opportunities and an affirming and responsive culture and 
climate. The Division of Diversity, Equity and Inclusion welcomes your thoughts and comments; please 
reach us by email at dei@rowan.edu. 
This toolkit is meant to complement (not replace) existing policies and practices at Rowan University.  All 
recommendations presented in this toolkit should be used in accordance with the faculty hiring policies 
and practices set forth by Human Resources, Office of Employee Equity and Labor Relations, and the 
Office of the Provost.   


Impacts of Implicit Bias  
Implicit bias refers to the attitudes or stereotypes that affect an individual's decision making, actions, 
and understanding, outside of their conscious thought processes. Every individual carries implicit bias, 
which causes thoughts and attitudes towards others based on characteristics such as ability, age, sex, 
gender, race, sexuality, or religion. The hiring process has multiple stages that rely on subjective decision 
making, which can be influenced by unconscious and implicit biases. A thorough DEI hiring plan can 
reduce the influences of implicit bias. Throughout the search and hiring process, there are several 
questions each search committee member should reflect upon: 
Questions for Reflection:  


● Am I holding biases on type of experiences, or location of experiences of the candidate? 
Am I favoring candidates who have experiences similar to my own? 


● Am I concerned with how the candidate is dressed, their hairstyle, tattoos, or piercings?  Would 
these aesthetics influence the candidate's ability to fulfill the requirements of the job? 


● Am I having thoughts about how the candidate will “fit” into the department, specifically how 
they are similar to myself and other members of the department, rather than whether the 
candidate meets the requirements of the position?  


● Am I considering the needs of our diverse student population? 


Implicit Bias Training 
All Hiring Managers and Search Committee members are required to participate in an Implicit Bias 
training prior to serving on a search committee. For more information, please contact the Office of 
Human Resources or the Division of Diversity, Equity and Inclusion.  


  



mailto:dei@rowan.edu
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Initial Steps in the Search Process 


Launching the Search  
Once the search has been approved, the Dean of the School or College will communicate to the 
department heads or chairs the searches that have been approved along with any specific requirements 
for filling the position.  To initiate the faculty search, the department forms the search committee with 
the approval of the Dean. The Dean finalizes the position description and coordinates with the search 
committee to establish the criteria for evaluation including how diversity, equity and inclusion will be 
addressed in the evaluation process.  Provided below is a checklist for the Dean’s charge to the 
committee and a description of the roles of the search committee, search committee chair and 
Department Head.  Promising practices related to DEI in each step of the search process are described in 
subsequent sections of this document. 


The committee charge should include the following information:  


● Essential characteristics of the position, for example: 
○ Demonstrated commitment to quality teaching  
○ Promising record of scholarship 
○ Commitment to diversity, equity, and inclusion, core values of the University 
○ Ability to mentor diverse students  
○ If the position is research-focused 
○ If the desired candidate is experienced vs. a novice 


● A clear expectation that the committee will cast a broad net and use active recruiting strategies 
to encourage applications from a diverse pool of applicants 


● The required outcome, e.g., to recommend an unranked list of acceptable finalists.  
● The timeframe for providing recommendations. 


The search chair in cooperation with the Department Head1 will submit to the Dean for approval the 
following information to ensure that it is consistent with the charge:   


● Position description, job requirements and a copy of the advertising plan  
● Essential and preferred criteria for selection. 
● Time frame for completing the search.  
● Duties of the search committee chair and individual committee members.  


Once charged, the search committee chair is responsible for the following:  


                                                            
1 The role of department head is mentioned multiple times throughout this document. When there is no 
department head, the Department Chair will perform the specified role.  
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● Establishing and documenting roles of search committee members 
● Establishing norms of open discussion for the search committee meetings. 
● Compiling the initial search documentation.  
● Ensuring that all committee members clearly understand the requirements of the position and 


the DEI goals of the department and School/College, and are proactive about pursuing those 
goals.  


● Ensuring that all committee members clearly understand their confidentiality obligations.  
● Calling and chairing search committee meetings.  
● Ensuring that accurate documentation of the search process is kept.  
● Maintaining contact with the Dean about relevant search information.  
● Obtaining demographic data for the eligible candidate pool from the Office of Employee Equity 


and Labor Relations, or from recognized high quality sources for discipline-specific data. 
● Obtaining demographic data for the applicant pool and submitting to the Dean for approval, 


prior to proceeding to the first round of interviews. This data should be reviewed to look for 
improvements over past years and should not be specifying a target number. 


● Communicating with candidates and finalists.  
● Submitting the committee’s final recommendation to the Dean.  


All members of the search committee are charged with the responsibility to assist in the filling of a 
position by performing the following tasks:  


● Identifying and contacting potential applicants who could contribute to workforce diversity.  
Additionally, the search committee should consider establishing a separate canvassing 
committee to support active recruiting practices.   


● Screening applicants and selecting candidates for interviews.  
● Designing and participating in the interview process, and including eligible department faculty 


when applicable.  
● Maintaining appropriate confidentiality about search committee proceedings.  
● Contributing to assessing the strengths and weaknesses of final candidates for recommendation 


to the Dean.  


The Search Committee  
The search committee members should collectively represent a variety of backgrounds, experiences, 
and perspectives.  It is therefore ideal to include colleagues from underrepresented groups.  However, 
we must be mindful of protecting the time and capacity of all members of our faculty, especially those 
from underrepresented groups who are often overtapped to serve in this vital capacity.  Therefore all 
members of the search committee are required to complete Rowan University’s Implicit Bias training to 
ensure that they can contribute effectively to the department’s DEI hiring goals.  This training will be 
available in an asynchronous, virtual format. 
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DEI Considerations: 


● Has each member completed the Implicit Bias training? 
● Does the committee represent diverse backgrounds, experiences and perspectives? 
● Do these individuals advocate for students/staff/faculty of diverse backgrounds? 
● Do the individuals selected for the committee have interests/projects/research in topics of 


diversity, equity and inclusion? 
● What type of networking connections can be considered? 
● What are the professional affiliations and representations of field expertise being included? 


 
It is crucial that the search committee develop a collective intentionality around achieving DEI goals.  DEI 
discussions are critical to increasing diversity in hiring initiatives.  At a minimum, the search committee 
should discuss: 


● Rowan’s DEI Mission 
● The current demographics of the department and diversity within the work environment. 
● Why DEI is important to the department and the DEI goals for departmental culture and 


curriculum 
● The potential for implicit bias and how it will be mitigated in the evaluation process.   


 


 


Tips on Forming a Search Committee  
● Consider the diversity of the search 


committee and whether it is representative 
of the campus.  


● Determine whether each potential 
appointee has sufficient time to devote to 
search committee duties.  


● Ensure that some members of the 
committee possess technical expertise 
sufficient to make astute comparisons 
among applicants.  


● Include members who will be familiar with 
networking and professional affiliations to 
know where to search for viable candidates. 


● Ensure that some members of the 
committee have demonstrated a strong 
commitment to DEI. 


● All members of the search committee are 
required to complete and follow the 
guidelines of Rowan University’s search 
committee and Implicit Bias training. 
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Changes in the Search Committee  


Changes in the composition of the committee throughout the search should be avoided in order to 
ensure continuity in the assessment of candidates; therefore, a faculty member who may not be able to 
serve to the search’s end should not accept appointment to the committee. A committee need not get 
approval to make a single substitution for a departing member, but the committee chair must document 
the timing and reason for any such substitutions. Any further substitutions require approval of the Dean.  


Faculty Conflicts of Interest & Recusals  


Faculty who have mentored, published with, written grants with or had a personal friendship with 
applicants must disclose these relationships to the search committee, department chair, and the Dean. 
The Dean, in consultation with Human Resources, will review the disclosure and will determine a plan 
for eliminating, mitigating or managing a conflict of interest (or appearance of a conflict of interest). 
Under no circumstances should a member of a search committee provide a reference letter for an 
applicant. For more information on determining if a faculty member must disclose a prior relationship 
during the search process, please see Appendix C – Conflicts of Interest and Faculty Recusals.  


Developing a Search Plan 
The Search Committee in consultation with the department head or chair develops a Search Plan. 
Developing a proactive plan will yield better results and help accomplish a stronger and deeper connection 
between academic excellence, quality candidates, and diversity. Essential elements of the search plan are 
the development of an inclusive advertisement, evaluation plan, and recruitment and advertising 
strategy.     


Developing an Inclusive Position Advertisement  


A position advertisement outlines the responsibilities, skills, experiences, and qualifications of 
the desired candidate.  Additionally, the position advertisement communicates the values of 
the department and signals a commitment to fostering an environment that affirms the 
contributions of multiple perspectives, backgrounds, and experience. As a department, discuss 
how the position can advance DEI goals and how these goals can be integrated into the job 
description.  
All position descriptions must include the following AA/EEO statement:  


Rowan University is an Equal Opportunity/Affirmative Action Employer. All qualified applicants will 
receive consideration for employment without regard to race, creed, color, national origin, age, 
ancestry, nationality, marital or domestic partnership or civil union status, sex, pregnancy, gender 
identity or expression, disability status, liability for military service, protected veteran status, 
affectional or sexual orientation, atypical cellular or blood trait, genetic information (including the 
refusal to submit to genetic testing), or any other category protected by law. For the complete Rowan 
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University non-discrimination and affirmative action policy see: 
https://sites.rowan.edu/equity/_docs/policies/eeo-statement.pdf.   


The AA/EEO statement is a minimum requirement.  Search committees are strongly encouraged to   
Integrate additional statements in position advertisements to signal their commitment to diversity and 
inclusion.  This is a promising practice for increasing the overall quality and diversity of the pool and 
attracts individuals from a variety of backgrounds that cut across race, ethnicity, gender, sexuality, and 
class. (For more information on inclusive statements see Appendix A: Signaling a Commitment to 
Diversity.)  
Soliciting diversity/inclusion statements from candidates offers another opportunity to signal the 
university commitment and asks candidates of all backgrounds to describe how they can contribute to 
and enhance the department’s and the university’s goals of building an inclusive academic environment. 
A separate diversity statement may be solicited as part of the application, but it is also a good practice to 
ask job applicants to address inclusion in one of the other required statements, such as research or 
teaching (Appendix A: Signaling a Commitment to Diversity).  
Searches that are narrowly targeted by subfields are discouraged because they can inhibit diversity by 
narrowing the pool of applicants.  Searches should be as broad as possible while meeting the needs of the 
department.  


Developing an Applicant Evaluation Plan  


The Dean should develop a plan for the evaluation of qualifications relative to minimum and preferred 
qualifications. The plan should describe how the committee will use these qualifications to make 
distinctions among candidates. The committee may weigh preferred qualifications with varying 
importance; they may determine equivalencies or substitutions when allowed by job advertisements. 
The evaluation criteria and process must be well documented and able to withstand scrutiny or 
challenge to the process’ legitimacy.   
The evaluation plan established for the search should describe how contribution to diversity will be 
considered for each applicant. In addition, a tentative plan for the stages of the interview process 
(phone/video interviews, on campus interviews, etc.) and the ideal number of candidates for each stage 
should be outlined. Additional information can be found in  Appendix B: Avoiding Evaluation Bias.  


Developing the Outreach/Advertising Plan  


The outreach/advertising plan may include the formation of a canvassing committee, separate from the 
search  committee, to conduct targeted outreach to attract a pool of diverse applicants.  Recruiting from 
institutions that are high producers of African-American, Native American and Latinx PhDs is especially 
important for Assistant Professor and Lecturer openings. Advertising with identity-specific professional 
organizations can further encourage diverse faculty to apply and should include as many of the following 
diverse categories as possible: race, religion, national origin, age, sex (including sexual orientation and 
gender identity), pregnancy, familial status, disability status, veteran status, and genetic information. 
Please consult Appendix D – Advertising and Recruitment Activities for additional strategies to broaden 



https://sites.rowan.edu/equity/_docs/policies/eeo-statement.pdf
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the search and attract a diverse applicant pool. The search plan should be approved by the department 
head and the Dean prior to posting the position announcement. 


Reviewing the National Pool 


Prior to initiating evaluation of applicants, the search committee should obtain reliable data on the 
demographic representation of the national pool in the field of hire.  The committee should strive to 
attract an applicant pool that is at least as diverse as the national pool in the field of hire.   
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Initial Screening of Applicants & Developing the Short 
List for Campus Visits  


Determining Minimum Qualifications  
The search committee will review the applicant pool and determine which applicants meet the 
advertised minimum qualifications after the closing date or priority application date. No attention will 
be paid at this time to the protected group status of any applicant. All applicants who do not meet the 
advertised minimum requirements of the position should be appropriately indicated in Page Up. All 
applications should be handled the same way. The procedure for considering incomplete applications 
should be determined and uniformly applied to all the applications. However, an applicant’s review 
should not be harmed if the recommendation letters (if required) are received late or by any other 
actions beyond the applicant’s control.  


Adequacy of Qualified Applicant Pool  
The adequacy of a qualified applicant pool is determined by the Dean, Human Resources, and the 
Provost. Before the first round of interviews, the committee should obtain an Applicant EEO report from 
the Office of Employee Equity and Labor Relations for the applicant pool. The list of the qualified 
applicants will be evaluated to determine if the pool is reasonably diverse as compared to the 
demographics of the available labor pool. If the pool lacks sufficient diversity, the Dean should evaluate 
whether the canvassing strategy to recruit a diverse pool was followed.  The Dean may approve the pool 
based on their assessment of the canvassing strategy, or recommend that the committee continue to 
encourage applications before moving forward. More detail on the EEO report is provided in Appendix D 
– Advertising and Recruitment Activities. 


Social Media and Candidate Evaluation  


Publicly available content on social media may be used in assessing candidates only if this publicly 
available information is related to the nature of the position (e.g., public-facing position, department 
leader, etc.). All applications must be handled in the same way, and review of social media should not be 
done selectively. If the Search Committee uses social media in the decision-making process, they must 
document how that assessment was carried out. If social media is being reviewed, it should only take 
place with consultation from Human Resources and General Counsel. 



https://sites.rowan.edu/equity/index.html
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Points to consider:  
● Decide in advance the scope and 


purpose. Use the job description to 
indicate relevant information to 
consider.  


● Remind yourself of the protected 
characteristics that cannot be 
considered in evaluation of candidates 
and take steps to safeguard against 
their use in the evaluation process. If 
you are not sure about how to do this, 
refrain from using social media in 
evaluation and/or contact Human 
Resources for assistance.  


● Limit platforms reviewed to LinkedIn 
and other professional networks. 


● Print or take a screenshot to document 
the steps taken in your review.  


● Be sure to verify that the account you 
are viewing is the candidate and not 
someone else with the same name. 


 
Internal Employees  


The committee must treat internal and external candidates the same to avoid even the appearance of 
discrimination, favoritism, and/or unfairness. Handling the applications and interviews of internal 
candidates requires additional sensitivity. Search committees must evaluate internal candidates 
objectively by the same criteria applied to external candidates, e.g. experience and credentials. Insights 
from past working relationships should be avoided to ensure a consistent evaluation process is followed. 
When there are internal candidates for a position, the committee must take great care not to engage in 
a rigged search, that is, a search with a predetermined outcome in favor of the internal candidate. This is 
a requirement for faculty searches, but not necessarily for staff searches in line with union 
requirements.  Such a search is both unethical and may not be in line with diversity goals.  


Conducting Preliminary Interviews  
Preliminary interviews are commonly conducted via phone or virtual meeting platform (Webex, etc.). 
The format used for the preliminary interviews should be consistent for all candidates. Evaluation of 
candidates during preliminary interviews must be part of the evaluation plan.  This includes format of 
the interview (e.g., phone, Zoom), instructions provided ahead of time, questions, and evaluation rubric. 
Notes from the preliminary interview are added to an applicant's file as documentation of the evaluation 
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process. Confidentiality about applicant and reference materials must be maintained even after the 
search has been completed.  
For each round of interviews, there should be a concerted effort to treat candidates consistently. 
“Consistently” in this context does not have to mean exactly alike. The committee should provide similar 
opportunities for each candidate to highlight their experiences and advance their candidacy. When an 
invitation is extended for an interview, the search committee chair should notify the applicants that 
accommodations are available for individuals with disabilities or special needs, and provide contact 
information for requesting accommodations. 


Guidelines for Interview Questions  


A key component of a successful interview process is strong behavioral interview questions that seek to 
tease out professional characteristics that are directly related to the requirements of a position. The 
questions should cover all of the responsibilities and characteristics specified in the position ad and 
include questions designed to better understand a candidate’s skills, ability, and understanding and 
commitment to diversity.    
The search committee will collaborate to develop a set of questions that will assist the committee in 
assessing the scholarship, teaching, and service capacity of the candidates, and their potential to 
contribute to a diverse and inclusive academic environment. For all searches, the core interview 
questions should be developed prior to interviews and the same set of questions should be used with 
each candidate. However, as interviews are dynamic and unique to each candidate, follow-up questions 
and questions directly related to a candidate’s application are encouraged.  
Questions about multicultural proficiency and inclusion strategies ask a candidate to describe how they 
understand diversity and can contribute to building an inclusive campus.  For additional guidance and 
example questions, see Appendix E: Interview Questions to Incorporate DEI into Candidate Assessment). 
Examples of behavioral interview questions can include: 


1. Describe a time when you collaborated with individuals in a diverse, multicultural, and inclusive 
setting? Did you encounter any challenges? What was the final outcome? 


2. Tell us about a difficult decision you had to make under the pressure of a tight deadline. What 
was the situation and the final outcome? 


3. Describe a time when you had to assemble a diverse team for a project. How did you go about 
this task and why did you choose these individuals to participate? 


4. Tell me about a time when you thought of a new or better way of doing something that 
improved efficiency, safety, or effectiveness of a process or practice. 


5. What have you done to address diversity in your workplace? 
6. What has been your biggest challenge in terms of motivating an individual or group? What 


strategies did you use? 
7. How have you worked with your team members to identify development needs and plans? 
8. What learning and/or developmental opportunities have you taken advantage of to 


continuously improve your skills? 
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References  
The search committee should require written and verbal references. The hiring ad should specify when 
references will be contacted.  Applicants for entry level positions or junior faculty positions are usually 
better evaluated if letters of reference are immediately available because references speak to potential 
while CVs focus on accomplishments. However, applicants for senior-level positions with extensive 
experience enumerated on the CV may hesitate to apply for positions in which they are required to 
provide reference letters before they know if their application has received some interest from the 
search committee. Confidentiality for the applicant for senior-level positions may be more critical. 
Please consult Appendix F: Reference-Check Checklist for recommended practices regarding reference 
checks. 
As mentioned above, an applicant’s review should not be harmed if the recommendation letters are 
received late or by any other actions beyond the applicant’s control.   


Reduce Interview Pool to "Short List" for Campus Visits  
Individuals on the short list show significant accomplishment and/or promise. A holistic assessment of 
the many qualifications of each candidate of any race, color, religion, national origin or ancestry, sex 
(including gender, pregnancy, sexual orientation and gender identity), age, physical or mental disability, 
veteran status, genetic information, or citizenship is strongly encouraged. Reviewers should favorably 
consider candidates whose prior work with students and colleagues reflects broadly diverse 
perspectives, experiences, and backgrounds in educational, research, or other work activities. In 
addition to weighing other qualifications, reviewers should favorably consider experience of overcoming 
or helping others to overcome barriers to an academic career or degree. The search committee must 
make every effort at every stage of this process to give candidates an opportunity to demonstrate their 
strengths and potential contributions, even if this involves, when in doubt, providing a campus interview 
opportunity. An applicant’s potential contribution to workforce diversity is an asset that should be 
carefully considered, as diverse candidates may be uniquely 
positioned to represent additional perspectives, mentor 
underrepresented students, and to serve as role models for diverse 
students. Before inviting short list candidates to campus, the 
committee chair must present all candidates to the Dean or 
Department Head without rankings. The search committee members’ 
evaluation rubrics, application letters, and CVs of the candidates may 
be included.  The Dean should ensure that a consistent evaluation 
process was followed, all qualified applicants were given appropriate 
consideration, and that the opinions of all search committee 
members were considered in the selection process.  The Dean’s 
Office sends the approved short list to the Provost’s Office. The Dean 
or Department Head should review the candidate pool to determine 
who to bring to campus for in-person interviews.  
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Campus Interviews & Determining Finalists  


Campus Interviews 
The campus interview is an important part of the search process in that it enables the candidate to get a 
feeling for the campus, its climate, and diversity. It is important that each candidate have substantially 
the same interview experience including: 


1. Same interview questions.  
Follow up questions will differ since they are based on specific information given by each 
interviewee. 


2. Same access to decision makers.  
Candidates should meet with the same people including the full search committee. 


Everyone included in the interview process should be sensitive to diversity concerns. Everyone who 
meets with candidates should be sensitive to diversity when questioning and providing information. 
Considerations for the interview include: 


● Ask for pronouns to use and name pronunciation 
● Ask about transportation needs 
● Ask about dietary preferences/restrictions 
● Discuss clothing expectations (e.g., business attire) 
● Provide an agenda with private breaks throughout the day 
● Structure the day for physical accessibility as much as possible 
● Prepayment for travel to on-campus interviews 


 
Conversations dealing with family, marriage status, and other areas of protected classes must be 
avoided.   
The search committee should develop a standard form to assess each candidate's strengths and 
weaknesses following the campus visit. To reiterate, criteria should reflect the department's goals for 
the position as well as for DEI. The evaluation form should be returned to the chair of the search 
committee within 24 hours after meeting with the candidate so that details of the interview remain 
fresh. 


Developing a Recommendation for Finalists  


Developing the Final Recommendation  


The search committee should meet with the full department to discuss their assessment of the 
candidates and to receive the departmental assessment. The search committee should assess areas of 
consensus and minority opinions of the strengths and weaknesses of the candidates.  
The search committee will report the assessment of the strengths and weaknesses of each candidate 
who meets the minimum requirements of the position to the Department Head and Dean. The search 
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committee will present the strengths and weaknesses as well as if there was considerable diversity of 
opinions. It is important that the memo discusses the required qualifications of the position and not 
personal characteristics of the candidate. When presenting an area of strength and weakness for one 
candidate, the area should be discussed for all candidates. 
The Dean submits the selected candidate to the provost and includes the rationale for the decision with 
the CV of the candidate. The Dean will need to document the startup requirements of the candidate 
including space, facilities, funds, and other support.  All space needs and associated costs must be 
approved prior to making an offer.    
After getting approval from the Provost for the terms of the offer, the Dean or designee will contact the 
candidate to make the job offer.   
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Making an Offer & Closing the Search  
Making an Offer 


1. No one but the Provost or their designee shall discuss terms and conditions of employment 
officially or unofficially with finalists. The term sheet will be determined by the Provost. 


2. After the Provost has approved the hire, the Dean or designee will contact the candidate to 
extend the offer.  


3. If the top candidate declines, the Dean gets approval from the Provost for the next candidate.  
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Negotiation Strategies  
The Department Head or designee should assist the candidate in articulating their needs and desires to 
the Dean and should provide information about the University context, but they should not assist with 
actually negotiating the offer.  
Some candidates may have received less mentoring than their peers, and may therefore be at a 
disadvantage in knowing what they can legitimately request in negotiations for a faculty position. In 
addition, there is some evidence that women are less inclined to negotiate for themselves than men are, 
and that when they do, they are viewed differently. To ensure equity, aim to empower the candidate to 
advocate on their own behalf, by providing all candidates with a complete list of items that are 
appropriate for them to discuss in the course of negotiations. This list will vary by field, and should 
include those items that will maximize the likelihood of candidate success in that field. For some fields 
these might include:  


● Salary 
● Course release time 
● Lab equipment 
● Lab space 
● Renovation of lab space 
● Graduate assistant and/or post doc 
● Specific teaching assignments 
● Travel funds 
● Discretionary Funds 
● Summer salary 
● Moving expenses 
● Visa/Immigration support 
● Other issues of concern to the candidate  
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Retention Support Strategies  
Rowan University is 
committed to hiring and 
retaining diverse and talented 
faculty. To create an 
environment where faculty 
from all backgrounds will 
thrive and reach their full 
potential, departments must 
remove any barriers that may 
limit the opportunities for 
advancement of qualified 
members of 
underrepresented groups, 
and create a culture where all 
individuals are welcomed and 
their contributions are valued.   


 
 


While a comprehensive treatment of faculty retention is beyond the scope of this Toolkit, it is 
important for departments to develop their plans for implementation of promising practices 
around faculty retention.  General recommendations are included below.  
 


● Create a culture of accountability to and value of DEI work among faculty, staff, departments 
and units.  


● Build trust and relationships - be transparent about department expectations, be willing to 
engage in difficult conversations, be willing to receive feedback, and provide clear feedback on 
performance.  


● Identify interests - ask your employees and colleagues what their professional goals are, and 
support them in achieving goals. 


● Build social networks - connect faculty to affinity groups, professional associations, and 
networks.  


● Avoid tokenization - do not rely on marginalized individuals or groups to educate you and your 
department. Instead, create an environment that provides resources and education on diverse 
topics and encourage self-reflection about one’s relationship to systems of inequity.  


● Mentors can be identified through projects, cultural or identity membership, or experiences. 
Mentors can help an individual navigate through their identities as it relates to working at an 
institution of higher education, help solve difficult issues or support professional development. 
Mentors should be available to (any and) all new faculty, both those from diverse backgrounds 
as well as those not from diverse backgrounds. 
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● Support DEI professional development initiatives.  This is critical in promoting a Rowan culture 
of commitment to DEI. 


● Be mindful of the amount of service and mentorship labor underrepresented faculty are being 
asked to take on and support them in managing workload by protecting them from overwork 
and/or exploitation. 


● Create meaningful paths to department leadership, ensuring that historically marginalized 
faculty are represented in such roles. 


● Develop structural means to ensure that underrepresented faculty have equitable access to and 
are actually receiving institutional support such as grants and other research support, course 
releases and adjusted load, preferred teaching assignments, and other advantages that enable 
faculty success.  


● Design reliable paths for faculty to reflect on and share their experiences and concerns as part 
of a regular climate assessment process.    


 
Integrate DEI into performance evaluations - Establish Department T&R criteria to support the 
evaluation of candidates’ engagement with diversity through teaching, scholarly activity or professional 
development, and service.  







22 
 


Resources  
Advancing Diversity and Inclusion in Higher Education  


https://www2.ed.gov/rschstat/research/pubs/advancing-diversity-inclusion.pdf 


 


Diversity Doesn’t Stick Without Inclusion  


https://hbr.org/2017/02/diversity-doesnt-stick-without-inclusion 


 


Harvard Implicit Bias Association Test  


https://implicit.harvard.edu/implicit/takeatest.html 


 


How to Do a Better Job of Searching for Diversity  


https://www.chronicle.com/article/How-to-Do-a-Better-Job-of/237750 


 


Identifying and Avoiding Interview Biases 
http://training.hr.ufl.edu/resources/LeadershipToolkit/transcripts/Identifying_and_Avoiding_In
terview_Biases.pdf 


 


The Best Search Committees: https://www.chronicle.com/article/The-Best-Search-
Committees/238207 


 


Other institutional DEI faculty hiring toolkits: 


 


● University of California, Berkeley 
https://diversity.berkeley.edu/sites/default/files/recruiting_a_more_diverse_workforce
_uhs.pdf  


 


● University of Massachusetts 
https://www.umass.edu/provost/resources/all-resources/academic-personnel/faculty-
hiring/faculty-search-activities-guide 


 



https://www2.ed.gov/rschstat/research/pubs/advancing-diversity-inclusion.pdf

https://hbr.org/2017/02/diversity-doesnt-stick-without-inclusion

https://implicit.harvard.edu/implicit/takeatest.html

https://www.chronicle.com/article/How-to-Do-a-Better-Job-of/237750

http://training.hr.ufl.edu/resources/LeadershipToolkit/transcripts/Identifying_and_Avoiding_Interview_Biases.pdf

http://training.hr.ufl.edu/resources/LeadershipToolkit/transcripts/Identifying_and_Avoiding_Interview_Biases.pdf

https://www.chronicle.com/article/The-Best-Search-Committees/238207

https://www.chronicle.com/article/The-Best-Search-Committees/238207

https://diversity.berkeley.edu/sites/default/files/recruiting_a_more_diverse_workforce_uhs.pdf

https://diversity.berkeley.edu/sites/default/files/recruiting_a_more_diverse_workforce_uhs.pdf

https://www.umass.edu/provost/resources/all-resources/academic-personnel/faculty-hiring/faculty-search-activities-guide

https://www.umass.edu/provost/resources/all-resources/academic-personnel/faculty-hiring/faculty-search-activities-guide





23 
 


● University of Michigan  
https://advance.umich.edu/wp-content/uploads/2018/10/Handbook-for-Faculty-
Searches-and-Hiring.pdf  


 


 


  



https://advance.umich.edu/wp-content/uploads/2018/10/Handbook-for-Faculty-Searches-and-Hiring.pdf

https://advance.umich.edu/wp-content/uploads/2018/10/Handbook-for-Faculty-Searches-and-Hiring.pdf
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Appendix A: Signaling a Commitment to 
Diversity  
Faculty job ads should go beyond the mandatory EEO and affirmative action policy and should be written 
to encourage applications from a strong and diverse pool of candidates. More inclusive statements 
actually increase the overall quality and diversity of the pool, and they attract individuals from a variety 
of backgrounds that cut across race, ethnicity, gender, sexuality, and class. For instance, advertisements 
can include the following to expand the inclusive language of advertisements:  


● “The Department is committed to increasing the diversity of the faculty, student body, and  
curriculum.”  


● “The Department is interested in candidates who have demonstrated ability to work with 
diverse populations.”  


● “The Department values diversity as a factor in academic excellence.”  
● “Positive consideration will be given to candidates with research agendas that enhance  


understanding of race, ethnicity, gender, sexuality, ability, and other visible and invisible 
differences.”  


● “The Department values candidates who have experience working in settings with students from 
diverse backgrounds, and who possess a strong commitment to contributing to the success of 
historically underrepresented and underserved students.”  


● “The Department values candidates who have demonstrated ability to contribute to the 
inclusive excellence and diversity mission of the department, college, and university.”  


● “The Department is interested in candidates who have demonstrated a commitment to 
promoting diversity, inclusion, and an openness to multicultural and neurodiverse educational 
environments.”  


● “Positive consideration is given to candidates with a teaching, research and/or service record 
that encourages diversity of backgrounds, cultures, and perspectives of students.”  


● “A record of inclusive excellence and serving diverse populations in teaching, research and/or 
service is preferred.”  


● “A record demonstrating the pursuit of diversity and inclusive excellence is preferred.”  
● “A record of building diverse and effective collaborations in research, teaching and service is 


positively considered.”  


  



https://sites.rowan.edu/equity/_docs/policies/eeo-statement.pdf
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Appendix B: Avoiding Evaluation Bias  
Without clear and specific guidelines, evaluation criteria and priorities may shift in the process of the 
search, potentially disadvantaging some candidates. To avoid this, clear, explicit, prioritized evaluation 
criteria should be established before commencing the evaluation process.  An individual candidate 
should be evaluated by two or more search committee members based on established criteria.  
Evaluation criteria should not restrict the search beyond the scope stipulated in the job ad and charge of 
search.  


The search committee should develop an evaluation template for evaluating job candidates.  The 
ADVANCE site at the University of North Carolina - Charlotte provides several examples of rubrics used 
to evaluate candidates  (https://advance.uncc.edu/programming/programs/faculty-
recruitment/resources-search- 
committees-including-evaluation-rubrics).   



https://advance.uncc.edu/programming/programs/faculty-recruitment/resources-search-committees-including-evaluation-rubrics

https://advance.uncc.edu/programming/programs/faculty-recruitment/resources-search-committees-including-evaluation-rubrics

https://advance.uncc.edu/programming/programs/faculty-recruitment/resources-search-committees-including-evaluation-rubrics
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Appendix C: Conflicts of Interest and Faculty 
Recusals  
Faculty who have a potential conflict of interest with any candidates must disclose these relationships to 
the search committee, department chair, and Dean. A potential conflict of interest includes both 
personal relationships and professional relationships.  A conflict of interest exists when a search 
committee member has (or appears to have) a familial, personal, professional, financial, or commercial 
relationship with a candidate that may compromise (or appear to compromise) the recruitment and 
selection process and outcome.  Professional relationships include (but are not limited to) mentoring, 
advising, publishing, and grant writing. 


The principles underlying the above prescription are simple:  


1. Neither professional nor personal relationships between applicants and evaluators should  


influence the committee member’s judgement or the direction of the recruitment and selection 
process/outcome.   


2. Neither professional nor personal relationships between applicants and evaluators should  


appear to influence the committee member’s judgement or the direction of the recruitment and 
selection process/outcome.  


3. When such relationships exist, the evaluator must disclose the relationship.  


Potential conflicts of interest between search committee members and applicants does  not mean that 
the members should be entirely excluded from the search process, but the potential conflict of interest 
must be disclosed and eliminated, mitigated, or managed. The review process must be fair for all 
candidates and safeguards must be in place to ensure that all candidates have the same opportunity. 


Guidance: 


● Search committee members engaged in a personal relationship with an applicant must disclose 
the relationship and must recuse him/herself from any deliberations involving that particular 
applicant. In most cases, a search committee member with a personal relationship with an 
applicant who has reached the shortlist should recuse him/herself from the committee’s work, 
including deliberations over other applicants.  


● Search committee members engaged in a professional relationship with an applicant must 
disclose the relationship and must recuse him/herself from any deliberations involving the 
applicant. A search committee member with a close professional relationship with an applicant 
who has reached the shortlist need not recuse him/herself from the committee’s work but 
should remove him/herself from all discussions of that applicant but may vote along with other 
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department faculty on all applicants.  
● A search committee member with a distant professional relationship (few collaborations, 


collaborations older than five years, or collaborations on papers with very large numbers of co-
authors) with an applicant who has reached the shortlist need not recuse him/herself from the 
committee’s work and may participate in all discussions of that applicant and need not abstain 
from voting on any applicant. However, it is recommended that the relationship be disclosed.  
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Appendix D: Advertising and Recruitment 
Activities  
To enlarge the pool of candidates, the position should be advertised locally, regionally and nationally in 
relevant print media, on professional listservs, and on internet sites that reach a diverse population, 
including those that make an effort to attract underutilized groups. This list should be provided to Human 
Resources with the hiring ad. 


The search committee should develop a plan for actively contacting appropriate individuals and 
institutions to recruit a strong and diverse pool. Steps to attract a talented, diverse  faculty pool include 
ongoing practices throughout the year, as well as active canvassing when a position is announced. 


Ongoing Practices 


● University-level recruiting at diversity-focused meetings such as the the Annual Institute on 
Teaching and Mentoring sponsored by the Compact for Faculty Diversity 


● Cultivating networks that could help to develop diverse applicant pools, such as our own 
doctoral recipients working at other institutions, the Black Doctoral Network, American 
Association of Hispanics in Higher Education, etc.  


● Developing diverse networks, including connecting with colleagues at historically Black Colleges 
and Universities (HBCUs),  Hispanic-serving institutions (HSIs), Native American-Serving, 
Nontribal Institutions, other Minority Serving Institutions, and diversity groups or committees 
within disciplinary professional societies  


● Attending and networking at professional diversity conferences. 
● Maintaining documentation of recruiting opportunities,  
● Maintaining a list of recommended websites, distribution lists, and print media for position 


advertisements. 


Canvassing Stage 


A  canvassing committee should be established, separate from the search committee, with the 
responsibility for encouraging a deep and diverse pool of applicants.  The canvassing committee can 
encourage a more diverse applicant pool by: 


● Directly contacting (calls, e-mails) experts in related  professional networks and senior faculty in 
allied fields who may be aware of prospective faculty entering or already in the field;  


● Developing a list of direct contacts and assigning outreach to members of the canvassing 
committee; 


● Documenting outreach efforts. 
● Non-search committee members 



http://www.instituteonteachingandmentoring.org/

http://www.instituteonteachingandmentoring.org/
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Targeted advertising and recruiting 


In addition to advertising in traditional disciplinary online and print publications, a robust advertising 
plan should include targeted advertising to reach diverse audiences, for example: 


● Advertising in the Chronicle of Higher Education, Journal of Hispanic Higher Education, and 
Journal of Blacks in Higher Education, in addition to relevant disciplinary journals (See list at the 
end of this Appendix). 


● Announcing position openings in publications and websites that target relevant 
underrepresented populations, such as The National Registry of Diverse & Strategic Faculty, 
Diverse Issues in Higher Education, and The Hispanic Outlook in Higher Education  


● Directly contacting “pipeline” programs identified by the department and the Division of 
Diversity, Equity and Inclusion  


● Advertising via colleagues or department heads at minority serving institutions 
● Advertising with diversity-oriented professional organizations and conferences 
● Advertising with diversity networks within disciplinary societies via listservs, email groups, etc. 


 


Demographic Data of Candidate Pool: 


 


The Office of Employee Equity and Labor Relations can:  


● Provide advice including the use of diversity job boards, professional associations, listservs 
● Forward the *Search Committee Guide containing several diversity job boards and legal and 


illegal questions to be aware of in the appendix 
● Generate an Equal Employment Opportunity (EEO) Report, midway through the recruitment 


process to provide applicant demographic data available through the Page Up/ Talent 
Management System (see example below) 


○ Based on the results, consider extending the Job Post Closing Date to expand the use of 
diversity job boards or other strategies such as diversity job fairs, and outreach 


○ Please Note: 
■ All applicants may not complete the demographic information. This information 


is submitted voluntarily by the applicant and is self-reported. 
■ Personal identifying information (name, address, etc.) does not accompany the 


report. 



https://sites.rowan.edu/equity/index.html

https://sites.rowan.edu/equity/_docs/policies/search-manual.pdf
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Approval of the pool 


The applicant pool should be reviewed and approved by the Dean prior to proceeding with the search.  
The diversity of the pool should be checked against the diversity of qualified applicants, and this should 
be documented as part of the search process.   


The Applicant EEO report should be submitted to the Dean for approval prior to moving to the first 
round of interviews.  If the pool is not acceptable, the Dean may request additional information on 
canvassing and advertising efforts and/or request the committee to engage in more active recruiting 
efforts prior to beginning the first round of interviews. 
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Advertising 


Consider advertising on the following sites to encourage a more diverse pool of applicants. 


 


Academic Diversity Search 
 
www.academicdiversitysearch.com  


Academic Diversity Search, Inc. (ADS) is a nationwide employment 
resource specializing in connecting women and minorities with 
academic institutions that truly value diversity. Our expertise is in 
identifying highly skilled professionals who possess the experience, 
academic credentials, and commitment necessary for enhancing 
faculty, administrative, executive, scientific and technical staff. 
Leveraging the experience and success of over a dozen years of 
diversity recruitment, ADS is dedicated to providing the perfect vehicle 
for candidates and employers to connect with each other. 


Asians in Higher Ed 


 


https://www.asiansinhighered.com/ 


Asians in Higher Education Network is the #1 place to find jobs and 
careers at colleges and universities. For employers, we are the 
affordable, highly-effective recruitment solution that helps colleges 
and universities find and recruit top professors, administrators, 
chancellors, presidents, adjunct instructors, financial aid officers, and 
other academic professionals to work at their institutions. 


Diverse Issues in Higher Education  


 


https://jobs.diversejobs.net/ 


We are the job site of Diverse: Issues In Higher Education, the premier 
news source reporting on diversity and inclusion for more than 30 
years! We are a trusted source for diverse job seekers! Colleges, 
universities, and higher education recruitment agencies in the US, 
Canada, and across the globe turn to us to reach a larger and more 
concentrated pool of qualified diverse candidates - reaching the 
"ideal" candidate is our specialty. 


Equal Opportunity Publications, Inc. 


https://www.eop.com/career.php 


Welcome to EOP's Diversity and Inclusion Career Center; a premier 
diversity online job board. We connect employers dedicated to hiring a 
diversified workforce with qualified job seekers in all career 
backgrounds. This is your opportunity to find your perfect job from 
thousands of current openings. Employers can access qualified diverse 
job candidates instantly! 


Higher Ed Jobs Online  


 


https://www.higheredjobs.com/ 


HigherEdJobs is the leading source for jobs and career information in 
academia. More colleges and universities trust HigherEdJobs to recruit 
faculty and administrators than any other source. Each month our site 
is visited by more than 1.5 million higher education professionals who 
rely not only on our comprehensive list of jobs, but also on our news 
and career advice. 


Hispanic Outlook on Higher Education The Hispanic Outlook on Education (HO) is a national monthly 
magazine that provides education news, innovations, networking, 



http://www.academicdiversitysearch.com/

https://www.asiansinhighered.com/

https://jobs.diversejobs.net/

http://diverseeducation.com/

https://www.eop.com/career.php

https://www.higheredjobs.com/





33 
 


 


https://www.hispanicoutlookjobs.co
m/ 


resources and the latest trends impacting students from kindergarten 
through graduate school all while maintaining a unique Hispanic 
perspective. Originally entitled The Hispanic Outlook in Higher 
Education, HO has provided a pipeline delivering nationwide news 
about multicultural accomplishments and challenges in classrooms for 
more than 28 years. 


IM Diversity  


 


https://imdiversity.com/ 


IMDiversity.com is dedicated to providing career and self-development 
information to all minorities, specifically African Americans, Asian 
Americans, and Pacific Islander populations 


Journal of Blacks in Higher Education  


https://www.jbhe.com/ 


The Journal of Blacks in Higher Education is a former academic journal, 
now an online magazine, for African Americans working in academia in 
the United States 


Native Americans in Academia 


https://nativeamericansinacademia.c
om/  


NativeAmericansInAcademia.com is committed to helping native 
American professionals’ faculty, staff, administrators, and high-level 
executives succeed in finding jobs and careers in higher education. 


University Jobs 


https://www.universityjobs.com/site
/aboutus 


UniversityJobs.com’s mission is to help find the best match for colleges 
and universities with the most qualified candidates. 
UniversityJobs.com supports equity, diversity, and inclusion in 
academia. 


Women for Hire 


http://womenforhire.com/ 


Founded in 1999 as the first and only company devoted to a 
comprehensive array of recruitment services for women, Women For 
Hire offers online career fairs, inspiring speeches and seminars, and 
customized marketing programs. Our website, womenforhire.com, 
offers a wide variety of career-related information and videos geared 
to working women, and an online job board that helps leading 
employers connect with top-notch professional women in all fields 


Women in Higher Education  


https://www.wihe.com/ 


To provide women on campus with practical ideas and insights to be 
more effective in their careers and lives. We want women in higher 
education to gain the power they need to win respect, influence 
others, sell ideas and take their rightful place in leading society. 


 


Our goal is to enlighten, encourage, empower and enrage women on 
campus as well as to win the acceptance of women in higher 
education and our larger culture. 



https://www.hispanicoutlookjobs.com/

https://www.hispanicoutlookjobs.com/

https://imdiversity.com/

https://www.jbhe.com/

https://nativeamericansinacademia.com/

https://nativeamericansinacademia.com/

https://www.universityjobs.com/site/aboutus

https://www.universityjobs.com/site/aboutus

http://womenforhire.com/

https://www.wihe.com/
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Appendix E: Interview Questions to Incorporate 
DEI into Candidate Assessment  


A candidate’s proficiency in diversity and inclusion concepts can be ascertained in the interview process. 
Every interview should include one or more questions that assess a candidate’s understanding of 
diversity. As with all questions, any DEI-based questions should be asked consistently across all 
candidates’ interviews for a given search. 


Examples of diversity and inclusion questions include (from Portland State University):  


● Please describe how you would work to create a campus and learning environment that is 
welcoming, inclusive, and increasingly diverse. 


● Describe how you, as a faculty member, function and communicate effectively and respectfully 
within the context of varying beliefs, behaviors, and backgrounds. 


● What opportunities have you had working and collaborating in diverse, multicultural and 
inclusive settings. What have you learned from those opportunities? 


● What is your definition of diversity? How do you encourage people to honor the uniqueness of 
each individual? How do you challenge stereotypes and promote sensitivity and inclusion?  


● Describe your experience in serving or teaching underrepresented communities. 
● Describe a situation in which you utilized your multicultural skills to solve a problem.  
● Tell us about a time when you changed your style to work more effectively with a person from a 


different background.  
● Tell us about a time you took responsibility/accountability for an action that may have been 


offensive to the recipient and how you did that. (Please note, this question may be too detailed 
for new faculty.) 


● Give an example of a time when you could not be tolerant of another person’s point of view. 
(Please note, this question may be too detailed for new faculty.) 


● How would you work with people under your supervision to foster a climate receptive to 
diversity in the department, the curriculum, staff meetings, printed materials, initiatives, etc.?  


● Suppose that in working with a University unit you discover a pervasive belief that diversity and 
excellence are somehow in conflict. How do you conceptualize the relationship between 
diversity and excellence? What kinds of leadership efforts are needed to encourage a 
commitment to excellence through diversity?  


● When interacting with a person from a different culture than your own, how do you ensure that 
communication is effective?   
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Appendix F: Reference-Check Checklist  
 


● Reference letters should be requested at the stage of the search when they will be used.  For 
example, if reference letters will only be reviewed for shortlisted candidates, they should not be 
requested automatically at the time of application.  


● If the committee feels that additional references are needed, it is recommended that they ask 
the candidate for additional references who could speak to specific types of experiences or 
abilities.   


● The committee should not seek references from individuals not on the original or additional 
reference list provided by the candidate without approval. 


● Ensure that all references are individuals who have worked with the candidate in a professional 
capacity and who are not relatives or close friends of the candidate.  


● Ensure that at least one reference is a former or current supervisor of the candidate.  
● References for internal applicants and external applicants should be handled in the same 


manner. 
● Ask probing questions covering areas such as:  


○ whether the candidate possesses the knowledge, skills, and abilities needed for this 
position.  This should include questions about the candidate’s ability to support the 
department’s DEI efforts. 


○ how well the candidate works with others, manages conflict, handles professional 
relationships, etc. 


● Document all reference-checking activities in the official search file.  
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University Senate Minutes

End of Academic Year Meeting

May 20, 2021

8:30-9:00

1. New senator orientation

2. Welcome new Senators for AY 2021-22

9:30-9:35

3. Explanation of meeting rules and voting rules

4. Approval of agenda-Motioned, Approved, Carried

5. Introduction of visitors:  Stephanie Spielman 

6. Approval of minutes from April meeting- Motioned, Approved, Carried

9:35-10:00

7. President’s Report

a. Vaccines and the Fall

i. $500 incentive for students to vaccines

ii. Exemptions, weekly testing, remote teaching accommodations, enforcement, and other issues still unknown

iii. Possible incentive for employees but still unknown. 

b. T&R and Promotion MOAs

i. Task forces created to streamline and reestablish MOAs.

ii. June 30 tentative finish

iii. Promotion done by college committee except for Library and when a split decision occurs—Senate Committee decides

iv. Shorter packages

v. Simplify Process 

vi. Single committee of Promotion and T&R which will be co-chaired—see Election attachment

c. ITAP

i. All issues noted and shared with IRT and Mira Hand

ii. New Procurement Software coming in Fall

iii. Also planning on removing all non-wireless/security-connected material from ITAP process

1. Comment-New software will allow approvals saved in a database—i.e. once a specific item is approved, all future requests for that same item will be automatically approved to increase efficiency.

2. Comment-Individuals in IRT have been incredibly helpful with identifying and solving many problems. 

d. Department chair MOA (attached)

i. All Departments have minimum of 6 credit release time for Chairperson regardless of Head presence

a. Credits can be distributed

ii. Departments may opt not to elect Chair

a. Issue of Chair duties with the absence of a Chair.

b. No procedure to not elect chair

iii. Comment: Some Departments have opted to have an Undergraduate Chair and a Graduate Chair which has worked favorably.  

1. Evaluations and Election issues should be handled by the Senate

2. Comment: There is a clause (6) allowing Assistant/Associate Chairs or compensation for certain duties.  

3. Comment: One Department doesn’t want a Chair, yet duties remain.  Discussion ongoing.  

iv. Some duties (student issues, potentially escalated/controversial issues) should NOT be given to Lecturers or any non-Tenured faculty

1. Question: 6 semester hours will start Fall? Answer: Yes, but Summer comp handled by Deans.  

v. If a Department hasn’t elected a chair, paper ballots (not recommended) could be done or contact Bill or Demond and Senate will develop an anon. online ballot.  

e. Fall/Spring curriculum deadlines

i.  Fall 2021 proposals should be approved by the department, dean, and college by Friday, October 1, 2021 at the latest.

1. Those desired for Fall should be worked on now.

2. Date determined backward from BOT Deadlines.  

ii. Spring 2022 proposals should be approved by the department, dean, and college by Friday, February 18, 2022 at the latest.

f. Budget

i. 2020-21 strong budget.  Expected surplus.  Next year remains fluid.  

ii. Drop in January in Apps, however high rise in yield in the past two month.  Enrollment may be better than last year, less than the year before (university enrollment record).  

iii. 9 million expected to be the cost for vaccinations and other related items, possibly enrollment management from the previous year’s discount.  Expectation is that 85-90% of students intending vaccine/incentive will register by July 31 deadline.

iv. Balanced budget expected for June.

v. Stimulus money can be spent this or next year.

vi. Question: On money directed to aid students vs. institution.  Answer:  At least half must be spent directly on students.  Breakdown is unknown.  

8. Curriculum

i. 5610588 Motioned, Approved, Carried

ii. 5640139 Motioned, Approved, Carried

iii. 5588977 Motioned, Approved, Carried

iv. 5588976 Motioned, Approved, Carried

9. Second reading: Toolkit for Diversity, Equity, and Inclusion (DEI) in Faculty Recruitment, Hiring, and Retention-- Motioned, Approved, Carried (2 Abstentions)   

10. 6. Second reading: Proposed changes to Chair elections (page 32)

i. Will need to be revised after MOA, will be brought again to the Senate in the Fall.  

11. Second reading: Proposed changes to medallion resolutions (page 32)-- Motioned, Approved, Carried

12. Second reading: Proposed changes to Code of Ethics (attached to this agenda)-- Motioned, Approved, Carried

13. Elections  {Excel File}  All elections uncontested and unanimously approved with the exception of At-Large Positions.  

14. End of year committee reports

i. Comments from Committee Chairs:

1. Intercollegiate Athletics (Dan Drutz)

a. Kudos to Athletics for not having a single pause due to a positive COVID-19 test nor any other issues that have been common during the pandemic.

b. Athletics requests help during Commencement week.  Teams have been forced to determine alternate locations during Commencement week and request help with determining alternate locations ahead of time.    

2. Student Relations Committee (Jennifer Savage)

a. Kudos to SGA during the pandemic

b. Acknowledgements to offices that have best served students now included in the report.

15. Old Business

i. Parental Leave Taskforce

1. Delayed due to COVID-19 but need to discuss negotiations in the next year. 

ii. CUGS/COGS—Official List?

1. Need to work with multiple offices to develop an official list of all programs in a centralized repository.

iii. Promotion and T&R

1. Official Dates for candidates and managers was previously discussed.  

2. Lectures expecting response received notice that said calendar does not apply to lectures.  

3. Issues still being discussed among Senate, Union, Provost.

4. Disagreement between early promotion and use of the calendar.  Being discussed with the MOA along with an appeals process. 

5. Equity Audit  

a. Being discussed.

b. Senate/AFT working with Administration on choosing outside firm

6. LinkedIn Learning

a. Understood as valuable.

b. Being discussed among Senate, IRT, Provost.

7. Program Review

a. Primarily looking for efficiency

8. Tobacco-Free Campus Initiative

a. Question over enforcement

b. Delayed due to pandemic

16. New Business

a. Rachel Shapiro: Departmental DEI Committee wishes to make a statement on social media regarding recent incidents against Trans, Asians, and Asian-Pacific Islanders.  Was told that statement must be forwarded to Chair, Dean’s Office, Provost, University Relations, and General Counsel but unable to find related policy.  

i. While said offices may make recommendations regarding statements, it ultimately falls in the realm of freedom of speech for faculty. 

b. Dan Drutz: Discussion about the purpose of Rowan Talk (RT).

i. Monitored by AFT 2373

ii. Individuals are free to unsubscribe

iii. Open forum allowing for complete free speech and unrestricted dialogue. 

iv. Has been used to identify key problems impacting users.

c. Telecommuting, return to campus, remote work, Summer vs. Fall, Flexible Work issues are being discussed among Human Resources, AFT, Senate, Senior Leadership

i. Office size factor for faculty and especially academic advisors

1. Academic Advisors have been critical to the health of the university during pandemic and proved that the remote dynamic works to a certain degree.  

ii. Senate will contact HR to determine any general thoughts that can be shared.

d. Teaching Modalities is being discussed for the Fall.  The push is for clearer determined to be made soon prior to the end of faculty contracts.  

e. Senate will look into Lecturers and services. 

i. Contracts may have included service and decisions on certain dynamics without departmental consultation.  

17. Adjournment- Motioned, Approved, Carried

Senate Meeting Adjourned.  












The Law
Enforcement
and
Community
Collaborative
(LECC)


The Law Enforcement and Community


Collaborative (LECC), created in 2020, has a


mission to bring together the Rowan


community with local law enforcement


professionals to address the following


strategic priorities: (1) develop professional


development for law enforcement rooted in


a commitment to diversity, equity and


inclusion; (2) identify and disseminate


evidence-based practices that facilitate


meaningful engagement with diverse


communities; and (3) develop an


infrastructure to research, grants and


program evaluation for LECC members and


the broader community. 


About The LECC: Call to Action:
There are 3 subcommittees consisting of:


Professional Development


Community Engagement


Research and Grants


DEI@ROWAN.EDU







Scott Thomson


Former Camden County Chief
Chair of Professional Development, thomson1058@gmail.com


Pastor Kevin Brown


The Perfecting Church
Chair of Community Engagement, pastorkevin@theperfectingchurch.org


Dr. Evan Sorg 


Associate Professor of Law and Justice Studies
Chair of Research and Grants, sorg@rowan.edu 


Dr. Evan Sorg is an Associate Professor in the Department of Law and
Justice Studies at Rowan University. He received his Ph.D. in Criminal
Justice from Temple University in 2015. Prior to doing his graduate work
he was a police officer with the New York City Police Department. His
research involves police innovations, place-based criminology and the
evaluation of policing interventions.


Chief J. Scott Thomson began his law enforcement career in 1992. He holds
an M.A. in education from Seton Hall University and a B.A. in sociology from
Rutgers University-Camden. In 2008, at the age of 36, he became the
youngest chief in the history of the 137 year old Camden Police Department.
On May 1, 2013, he was sworn in as the first police chief of the newly
created Camden County Police Department (CCPD), a first of its kind
endeavor in modern American policing. Thomson served as the city’s chief
for more than 11 years. He retired from the Camden County Police
Department in September of 2019. 


Kevin planted The Perfecting Church with his wife Angela in July of 2011.
Located 20 minutes outside of Philadelphia in Sewell, New Jersey.
Committed to fostering community reconciliation and transformation,
The Perfecting Church is known for its global engagement work in the
West Bank its local multi-faith initiatives uniting Christians, Muslims, and
Jews as well as training and releasing its members to engage the domains
of society to enhance the quality of life where we work, serve and
worship by identifying and meeting the needs of our neighbors. 


Meet the LECC CHAIRS: 







