Strategic Recruiting in the Nuclear Science Division
A proposal for implementation from the workplace committee

The problem of under representation of women and minorities in the LBNL General Sciences Divisions (and, among scientists as a whole) has been discussed many times. Gerry Abrams and Eric Essman recently documented the problem in their “Status Report – General Sciences Pilot Program in Strategic Recruiting.”   There is broad agreement that the problem of under representation have no simple solutions.  
However, this does not mean that we should not work toward developing a more representative scientific workforce.    Here, we present a proposal for Strategic Recruiting in the general sciences division to help ensure that the GS divisions do the best possible job of recruiting women and under-represented minorities.

1)  We propose that each division create a “living list” of plausible candidates for jobs in their division (at all levels).   The list should include targets names, contact information, career status, affiliation and interests.  An effort should be made to ensure that all possible women and underrepresented minorities are included in and identified on the list; the GS Workplace committee will help in the list creation, with input from all interested parties.  The division staff committees will be responsible for maintaining the list (with support from Human Resources, if available).  
2)  We propose that a diversity checklist be made a part of the hiring process. Each time a scientific position (staff or postdoc) is to be filled:
a) The chair of the search committee will be required to document to the division director what measures will be taken to ensure the broadest possible applicant pool.   These documents should also be used for tracking purposes.  This must be done before the search formally begins.   For postdoc positions, this may be done by posting the job on appropriate free listing sites, such as spires (http://www.slac.stanford.edu/spires/jobs/); for permanent positions, a broader advertising campaign may be necessary.

b) The chair of the search committee will be required to look through the living list, and invite each plausible candidate to apply for the position, before a short list is established. For permanent positions, the search committee chair will be required to document to the division director the responses from these candidates before the short list is finalized and candidates invited for interviews.  
