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1. Introduction

The enrollment policy is a natural, logical, and consistent continuation of
the employment policy pursued by the administration of IPOM. Its implementation
is a response to real challenges and needs and the result of an active ideological
and propaganda activity of the Academy, aimed at explaining the importance and
necessity of such a policy. IPOM is not only a legal successor but also continues
and develops the best traditions and principles of the activities of previously
existing humanistic, economic, and technical educational establishments in the
so-called Interregional System. In this case, the positions related to the terms of
recruitment of persons from non-privileged ethnic, social, or professional
categories, regardless of the position held, are regarded as fundamental
methodological positions and can also be applied to all municipal educational
establishments. This report is the result of work to diversify the profile of workers
through the recruitment of personnel from various underrepresented groups.

1.1. Background and Rationale

The issues of the sensitivity of staffing processes to the needs of
underrepresented groups are of great interest to researchers in the field of human



resource management and are one of the most important ones. The conclusion is
that commercial entities should pay great attention to these issues, as this will
reduce the likelihood of discrimination complaints, help increase the customer
population, improve staff efficiency, and reduce staff turnover. The academic
environment is no exception in this regard, as more and more attention is paid to
the aforementioned problems by society, law enforcement agencies, employees,
and, of course, students who are just starting their studies. It is obvious that this is
also a relevant issue for the Academy, taking into account the peculiarities of the
environment in which it operates. Despite the wealth of evidence on the role of
gender, race, religion, and sexual orientation in various aspects of human resource
management, there is little reliable evidence regarding the role of these aspects and
aging in the faculty recruitment process.

1.2. Scope and Purpose

Staff members and faculty are selected on the basis of their qualifications
and their ability to perform the responsibilities of their positions. The Academy has
no tolerance for discrimination against any individual or group of individuals
because of race, color, religion, sex, sexual orientation, gender identity, national or
ethnic origin, age, disability, or veteran status. These characteristics include the
dimensions of culture, race, and ethnicity as well as gender, age, sexual orientation,
and physical challenges. Accurate information about the composition of the local
community, potential students and employees, and the availability of these groups
is fundamental to developing and implementing successful plans to address issues
related to equal employment opportunity. Accurate and complete data about our
employees at all levels provide the foundation from which we can create and
monitor initiatives to recruit, support, and retain a dynamic and diverse faculty.

The Department of Human Resources supports recruitment and retention
initiatives for underrepresented groups. The goal of these plans is to increase the
applicant pools for certain job categories, share the diversity mission with the
broad community, attract experienced faculty and staff to campus, and facilitate
temporary housing for interviews. Inclusiveness serves as a fundamental goal of
the Interregional Academy of Personnel Management and the Human Resources
department. Staff and faculty recruitment procedures call for enhanced efforts to



proactively identify potential candidates through targeted contacts with minority
organizations working to advance women and minorities.

1.3. Key Definitions

The previous section described the concept of inclusiveness and diversity in
the institutions of higher education. This is a broad concept of ensuring equal
opportunities, tolerance, and avoiding discrimination in the institutions of higher
education. However, there is also a narrow concept of "inclusive and diversified
recruitment," which is connected to a certain activity of recruiting scientific and
educational workers and university staff. This concept theoretically focuses on the
staff and future students and on the implementation of specific policies for their
involvement and the creation of favorable working and educational conditions for
them. Therefore, it admits the description of a broader concept of the inclusive
process overall.

To avoid false interpretations of the following study, the key definitions are
given below. Such staff and scientific and educational workers as lecturers,
researchers, analysts, etc. are those responsible for ensuring the quality of
education, tasks of the recipient regarding competence, and the outcome of labor
market attractiveness. Visitor enrolee, educational or scientific fellow-worker – one
related to the reception, study, scientific work, or general leisure on university
campuses, and/or providing professional ergonomics in the field of science or
education. Educational space – an environment facilitating the localization of
educational activities, including dormitory as a residence, library as a laboratory,
research laboratories as project sites, and other infrastructure designed to meet the
diverse requirements of a large number of students. A large proportion of academic
staff, educators, and students are specific characteristics of a relevant category of
visitors – underrepresented groups. Such a significant number of people living and
working together can be interpreted as an inclusive model.

2. Legal Framework

The most important legal act that regulates labor relations at the
Interregional Academy of Personnel Management is the Constitution of Ukraine of
1996, according to which rights, freedoms, and obligations of a person and citizen
are the highest social value. The right to work is ensured by the principles of labor



freedom. The Law of Ukraine guarantees preserving and obtaining an education
equal to the right of each individual, taking into account requirements, abilities,
interests, and opportunities. A person has free access to education at the
appropriate level and stage under the provision of equal rights and opportunities in
its use. The above-mentioned charter defines the right to education and provides
that education is obligatory. The goal of education, designed by the higher
education establishment, is the comprehensive development of a person. The
guaranteed right does not impede the state-accredited provisions of educational
opportunities and does not interfere with the provision of education. The
international covenant also guarantees the right to education.

2.1. National Legislation

In Ukraine, a lot of attention is paid to the problems of raising the status of
employees and narrowing the existing gap between different groups of the
population. The elaboration and implementation of a number of government
programs aimed at improving the situation of disadvantaged minorities testify to
this. Moreover, in the legal field, there are legislative acts, the purpose of which is
the social protection of such vulnerable groups of the population, such as people
with disabilities, ex-combatants, and invalids from childhood. At the same time,
since the activity of the Interregional Academy of Personnel Management is
exercised based on certain regulations, for the execution of which the linguistic
dexterity of the Association is responsible, the official language tests are developed
by the Service of Language, which provide for the verification of knowledge of the
specialty, as well as knowledge of the state language.

For the Academy staff to check and understand the law in the perspective
of protecting the rights and interests of these people, it is necessary to ensure the
use of the official language. In particular, the Academy has regulated information,
legal acts, and other documents, agreements, orders, proceedings of meetings, staff
meetings, presenting official reports, public reports, minutes, and other
documentation for inclusion. At the same time, a person could provide the acting
legislation if he or she could avail oneself of it when necessary, and can create
from it a "lobby for hearing" in case of violation, which could protect proactively
by oneself. Among the most important documents are orders that regulate labor
relations between different categories of staff, and the collective agreement, which



is an implementation in intra-community activities of national laws and other
regulations and obligations of the Academy as an employer to ensure the social
security of employees.

2.2. International Agreements and Conventions

One of the main goals of the university's activities is to achieve sufficient
representation of personnel and members of elective governing bodies of national
minorities, previous and new generations, and other groups requiring additional
support. This regulation is aimed at creating transparent criteria for entering the
university. This document is designed to balance the interests of state formation as
a social mechanism for ensuring the effective functioning of the state's population
and the right of everyone to higher education, ensuring equal opportunities to
obtain it and the realization of the right to freely choose a profession of free will,
both in the national state and beyond.

Agreements and conventions that establish the state's policy in the field of
equal opportunities and prior development reveal the many problems of inequality
in education and, in some cases, propose to decide cultural measures or obligations
related to the content of the educational environment, participation and democracy,
and the welfare of the individual, the right of everyone to higher education.

3. Current State of Diversity in the Interregional Academy of Personnel
Management

The Interregional Academy of Personnel Management is a diverse, open,
and equal-opportunity establishment that consists of our 23 universities and
institutes. The ethnic and socio-economic diversity of the IAPM student profile is a
key component of our successful and high-quality learning and research
community, which is dedicated to excellence in teaching, research, and academic
support. Our establishment takes seriously its responsibility to promote diversity
and equality of opportunity and to improve teaching and research within an
international environment. The diversity of the people studying, working, and
carrying out research within our establishment is a major asset that enhances our
teaching and research.



The Interregional Academy of Personnel Management is playing a leading
role in promoting equality and diversity with regard to gender, race, social and
economic position, sexual orientation, disability, and age, both in the
establishment. The Governing Body pledges to act at every level to create an
atmosphere of open, fair research and exchange ideas. An important element is the
promotion of intelligent, strategic, and practical leadership for achieving goals,
which is the responsibility of all members of the Academy.

3.1. Demographic Data

As of January 1, 2004, 901 of the academy's staff work in the disciplinary
main directions or at the departmental offices located in a higher educational
institution. This number includes 76 heads, 33 deputy heads, 172 professors, 208
lecturers with a Ph.D., 94 candidates of sciences in the academic rank, and 70
lecturers without an academic rank and academic degree who continue to work in
the disciplinary main directions without compliance with general requirements for
professional preparation of lecturers. There are significantly fewer teachers at the
disciplinary main directions than prepared and allocated by them – 32 heads, 96
deputy heads, 155 professors, 196 lecturers with a Ph.D., 77 candidates of science
in the academic rank, and 29 lecturers without an academic rank and academic
degree. Therefore, the presence of educational requirements should not be an
obstacle to introducing the terms of the collective agreement relating to the use of
non-admission rotation in the selection of academic staff and lecturers.

3.2. Representation in Leadership Positions

Leadership positions have generally been inhabited by men. This trend
extrapolates in all industries, with the public service being no exception.
Regardless of best intentions to improve diversity in leadership, it has proven
particularly challenging to shift gender distribution in such career progression.
High discretion in shortlisting and selection has been recognized as a primary
contributor to biased outcomes, which are reported to be in widespread use. Where
bias is present, it often leads to a predetermined and largely exclusive shortlist.
Particularly in matters of leadership, clear and established policies are required to
communicate expectations for consideration of diversity in selecting talented
personnel. Despite some declaration of organizational policy, operationalizing this



endeavor is limited to rare instances of actual adjustment of leadership statistics or
the removal of discretionary processes, instead relying on altered composition of
screening and interview panelists. Such non-progressive attempts have been all but
trivial in making more than momentary impacts on the perpetuation of male-biased
leadership tasks.

In pursuit of best practice leadership inclusive of a variety of values
inherent to not only gender but all diverse attributes that may otherwise have
experienced exclusion, creating a gender balance at the leadership level is
particularly critical. This is because those in leadership positions exert influence
over their direct reports and promote those they believe share their own biases.
When leaders are overly homogenous, the preference for likeness in others' work
styles ensures that those promoted to leadership positions will mostly demonstrate
only the leadership attributes of the dominating ethnicity or gender. For successful
policy, managing recruitment excludes discretionary selection and establishes
transparent guidelines for the measurement of merit. Such guidelines may limit the
discretionary removal or substitution of identified metrics in a bid to justify a
predesigned result. Clear guidelines for the determination of merit and allowing
merit selection are even more important; the identification of what constitutes
candidates of equal merit must also be laid out. When setters of key performance
metrics for public servants resist objectivity and refuse to consider actual impact
from biased allocation of discretionary benefits, it is undeniable that phasing out
discretion and adopting established, objective measures for the selection and
promotion, absent the application of stereotypes, prejudice, or discrimination, must
be introduced.

4. Barriers to Recruitment and Retention of Underrepresented Groups

While the university can draw from a large pool of potential staff from
within the ethnic communities present in Ukraine, often barriers prevent many
from taking up roles within the institution. The main language of administration
and teaching is Ukrainian, and in many professional areas, the specialist
terminology is in English, so English-language proficiency is an important barrier
for underrepresented groups. Generally, job positions may need some form of
education, and this often impedes underprivileged people from applying for a
particular job position. Another recruitment barrier especially faced by the



underprivileged is age discrimination, and the barrier often comes to the forefront
with direct discrimination and barriers raising particular groups' awareness about
roles they traditionally have not played. The underrepresented groups face different
barriers to continued employment within the university. Discrimination and slight
remarks were recurring subthemes for women, who felt that they were pushed or
pressured, especially in stereotypically male professions where they can be
confronted with negative attitudes. These remarks and attitudes often arose from
certain staff who perceived a subsequent new policy as tokenism. Establishment
insiders and those staff who felt uncertain about a newcomer led to unwarranted
negative comments and stereotypes.

4.1. Implicit Bias and Stereotypes

Implicit bias and attitudes can be challenging to pinpoint. Even if people
are not consciously thinking something negative about a person, there may be other
cognitive memes about certain people. Researchers and scientists have developed
many techniques to measure cognitive processes that can reveal biases. Among
such tests are the Stop-Think-Discriminate, Implicit Association Test, Signal
Detection, and others.

From an early age, we categorize and put people in certain groups or boxes,
partially from teachings and other cognitive activities, especially through factors
that are meaningful to us and our own interests. Categories can arise from anything
– from gender to skin pigmentation to beliefs, values, science, or profession. If you
have a strong preference for one category of someone, you may be leaning towards
that person, even if it is not possible to do so directly. And the reverse is also true –
if there is a strong preference for one category, one may hold onto this preference
even denying this possibility. The refusal may be based directly on the
circumstances of a particular situation; but, as a rule, we remain likely to get
permission if something wrong happens within the line of choice.

Implicit prejudice can be defined as a negative belief association or
evaluation about a certain group, which is an active concept that is formed from
traits, behavior, and personality that are accepted as true for individuals. Societies
tend to be prone to let people know to which categories they belong, for example:
gendered color clothing for girl or boy infants. Implicit bias, therefore, is a



prejudiced stereotype or belief that is activated by race, gender, religion, or other
situations and that can be achieved blindly. The expression then means an
inappropriate prejudice that can remain dormant or avoid attention in real
situations where everyone reaches cognitive conclusions and proposes,
unknowingly, that actions can be biased towards some groups in society.

4.2. Lack of Access to Opportunities

The educational opportunities of the citizens of the state are still
considerably determined by the income and social status of their parents, the level
of education of their ancestors, the language of studying and living in domestic
surroundings, the place of residence, the cultural identity, and the ethno-territorial
community of their residence. The underprivileged categories of students in higher
educational institutions include social groups such as orphans, disabled children,
the indigenous population, representatives of national communities, displaced
persons, children of ATO participants, victims of revolutionary, national liberation,
and presidential movements, children who have been deprived of parental care or
retained at the expense of national insurance entities, children with mental and
physical disabilities, children of employees of forensic institutions, and teenagers
from the staff of orphanages for the purpose of education. The exclusion from the
educational process of capable young people from vulnerable social groups on the
basis of social origin, ethnicity, religious beliefs, and gender has a negative impact
on the social and economic situation in the state and is unacceptable at the present
stage of democratic development of the Ukrainian state. Successful implementation
of educational and extracurricular counseling, accommodation, education, and
further employment of the aforementioned social groups is one of the fundamental
problems of the university, which is addressed by the institution in accordance with
the relevant laws and regulations.

4.3. Discrimination and Harassment

4.3. Policy of recruiting staff and lecturers for underrepresented groups
4.3.1. Discrimination and harassment of participants in the academic process are
prohibited at the Academy and are punished by the administration of the Academy
according to the current labor legislation. 4.3.2. Recruitment of staff in subordinate
institutions is carried out exclusively on the grounds of professional suitability of a



person for the post, taking into account their personality, business qualities,
professional knowledge, and skills, as well as without any racial, gender, age, or
other restrictions that do not meet professional requirements. 4.3.3. To provide the
Academy with qualified training and enhance students’ and lecturers’ status, taking
into account the sexual and age structure of the population, separate employment
centers are organized for women and retirees. Employees located in places of
detention are not allowed to work in autonomous institutions of the Academy.
Tasks: Develop draft job descriptions for staff positions to provide options for
flexible working arrangements to enable employment retention for groups
underrepresented in the Academy staff and lecturers (motherhood, maternity leave,
paternity leave, care for minors, caring for relatives with disabilities, elimination of
the effects of the accident, etc.) in order to balance personal and professional lives.
Monitor the percentage of part-time employees in certain categories using the
payroll system. 4.3.4. The Academy administration provides monitoring of
employment and the selection of support staff for the Academy, updating
registration lists of unemployed persons and graduates of the Academy, as well as
other specialized schools and universities that are included in the field of the
Academy’s professional activities. This chapter has been updated to include the
requirements of the Law of Ukraine in the area of discrimination in relation to
admission to an institution of higher education and obtaining vocational education.
When a vacant position arises, all involved in the management apply to the
relevant state institutions with a request to provide an employment center or
directly unemployed graduates of the Academy and other universities from the list.
If no suitable specialists have been found, the position is published in the press and
other information about the Academy. In the absence of an independent budget, the
management organizes the recruitment procedure and conducts independent testing
of applicants.

5. Best Practices in Recruitment and Retention

The Interregional Academy of Personnel Management broadens access for
women and men, as well as representatives of all ethnic, cultural, and social groups
to managerial positions. The introduction of equal opportunities for obtaining
education creates a scientific and educational space for fair competition among the
most talented individuals, regardless of their belonging to any group. Conditions
for the recruitment, restoration, and career growth of officials, workers, staff,



professors, lecturers, and scientific-pedagogical employees of the Academy,
including women and men, as well as representatives of all ethnic, cultural, and
social groups who have been discriminated against based on fundamental
characteristics, including sex, as well as economic, professional, family, age, and
functional ability reasons, are established. In the system of employment
stimulation, professors and lecturers representing underrepresented groups for
relevant positions are ultimately placed in a competitive role or assigned to a
position without competition. For employees, recognition of the priority
achievements of underrepresented groups has led to the establishment of social
guarantees for improving employment opportunities, allowing for rational choices
regarding the form and place of employment from the Academy, consistent with
their professional structure. This includes discussions about the Academy's
problems at all levels, determining the domains of these issues, and finding
solutions through collective participation.

5.1. Targeted Outreach and Recruitment Strategies

A common criticism of recruitment strategies intended to increase diversity
is that they are less effective. Educational researchers and experience at other
institutions suggest that a proactive, ongoing, and multi-pronged outreach and
recruitment strategy is key to attracting a strong, diverse applicant pool. A
consistent and sometimes substantial commitment of financial resources is also
necessary; for example, advertisements placed in special issues of magazines are
usually more expensive than regular issues.

Experience is applicable to the diversity goal, and establishing free or
low-cost access to data on full-time job vacancies and what potential applicants are
looking for in an employer increased the number of women and people of color
who applied for positions and significantly increased the number who were hired.
Tools to raise awareness about job opportunities were financed through programs
such as presentations on college campuses, videotapes shown in other public
venues, small and large group newsletters, and the content of this catalog. College
interns were paid for their work. These interns worked five months on campus,
with their salary paid through funding, with professional staff on local and national
partnerships, exposing them to the tasks performed in an office. Then the office
and the intern went public with the marketing strategy provided.



Valuable ideas and contacts have been gained with various other minority
bar associations, which were asked to circulate announcements on the availability
of liability in the performance of procurement. Career brochures that discuss
open-door and easy levels of input and contribution were created. Networking
contacts have been outstanding and have resulted in a dramatic increase in minority
hiring. A full-time diversity attorney conducts regular information sessions, on and
off campus. Recruitment primarily aims to establish contacts with African
American law student associations. Efforts are made to hire minority law students
during their first summer of law school. Preference is given to the civil rights
division task force.

5.2. Diversity Training and Education Programs

This will include both mandatory and voluntary programs such as training
and awareness in issues related directly to a diverse student population, an
inclusive curriculum, and details of organizations or cultural institutions. This
advocates the principle of giving people an opportunity to participate, and training
and awareness for staff are critical to achieving this. The truth about the benefits of
student diversity in universities is that there are many. The significant body of
evidence has demonstrated that the university student experience has been
enhanced through greater interaction with people from different backgrounds.
Societal and political values have also changed, and the modern university has
charted diversity by increasing the number of students from underrepresented
groups. This has been fundamental to this.

This has been done at various levels, whether by simply changing
admissions criteria or applying targeted widening participation policies. One of the
reasons that the university experience has been enhanced is that businesses place a
high value on the 'soft' key skills that graduates can learn from others who are
different from themselves. The development of graduates who are capable of
working efficiently within an increasingly diverse, multicultural, and globalized
workforce represents one of the fundamental purposes of a university education.
The notion of education for progress means that students need to achieve a
balanced view of societal and community cohesion.

5.3. Mentorship and Support Networks



Mentorship programs and the development of support networks can
enhance recruitment procedures by providing effective guidance for faculty hires
from underrepresented groups. Each woman faculty member must be offered the
resources and support she needs to succeed in all facets of her career and thrive at
IAPM. Structured mentoring programs for junior faculty in the areas of teaching
and research, led by women faculty members, are crucial to establishing programs
for the support of a diverse faculty. It requires additional transparency measures,
like sharing the hiring process with the local communities. Here are some specific
building blocks to increase the representation of women on the IAPM faculty.

- Serve as a visible, invitational mentor for women graduate students and
participate in efforts to actively increase and retain women among our graduate
student population. - Administer effective faculty mentoring to new and junior
faculty, as well as help other faculty identify women and women of color who can
serve effectively as mentors. - Participate in university pre- and post-tenure
mentoring programs for assistant professors. - Establish connections to women in
business, industry, government, and the private non-profit sector. - In advocacy,
work regularly with the Media Relations office and other communications
resources to provide intellectual leadership for public discussion of gender issues.
Every new faculty member should be able to take part in a structured mentoring
program designed for faculty at the beginning of their careers as students at the
IAPM, the Mentor-led program. Every woman in the faculty should be actively
assisted in developing the relationships and networks she needs to be a successful
faculty member. They need to build new networks, including formal and informal
meetings and social events around Exemplar Research by women faculty. At the
national level, several workshops are offered to women who want to expand their
networks and develop ownership of their careers and the Academy.

6. Case Studies and Success Stories

The example of successful formation of "female" Department of
Management, involving programming and software development while ignoring
non-related specializations, clearly shows the importance of an individually
focused policy on underrepresented groups. This is the best evidence that although
efforts of institutions aiming to involve an increased number of women and people
of color in studios and generally in the field of information technology are often



inadequate, these efforts are not entirely in vain. If some of the small formations
can cause noticeable changes in comparison with the dynamics of image data for
most large institutions, which are continuously changing, often negatively, then the
global dynamics will only benefit.

Lowering the requirements and creating special conditions for
representatives of underrepresented groups has proven to be very effective. Most
subjects thought that this approach to increasing the representation of women in the
class is useful and effective and would support participation in similar courses
organized by the Department of Management and other departments. The activities
aimed at involving girls in schools to master information technology turn out to be
effective in universities. The relative weakness of the negative perception that "this
kind of activity creates a social environment that ultimately leads to an increase in
female presence, bordering on the teacher and vice versa," neutral "weak but
stable," and a pronounced positive perception of the other aspects of the activities
of the Department of Management that promote cooperation between males and
females can serve as a surrogate argument in disputable issues.

6.1. Institutional Changes and Impact

The reforming of legal support for the hiring of teaching staff and
management staff in the education system involves the following: Clause 3 p1
Article 9 of the Law of Ukraine closed the list of higher education institutions that
hire teaching staff without an announcement; the lists are approved by the Cabinet
of Ukraine. Number 1840 points out the possibilities of hiring staff for other kinds
of educational activities under the condition of optimizing the number of
employees in budget educational institutions. The introduction of the
aforementioned articles shows insufficient regulation of staffing in the education
sector and the objects of professional activity. The main issue that requires
attention in the hiring of teaching staff is the unsatisfactory level of professional
training of the students. The correlation between the hired lecturers and the
students was not connected to the provisions for educational establishments.

7. Monitoring and Evaluation

The development of monitoring based on effective data collection
mechanisms and reporting of progress in implementing a policy for the recruitment



of staff and lecturers for underrepresented groups will be supported. Statistical
reporting to management incorporated into the accreditation and certification of
higher education institutions will guide and inform the responsibilities of the
coordinators who are responsible for setting the benchmarks and for the
performance of the Academy. Monitoring should not be done separately, but should
be incorporated into regular institutional procedures, such as evaluation and
assessment methodologies. A simple way would be to require higher education
institutions to prepare monitoring reports strengthening reporting mechanisms for
the enrollment of non-traditional groups of students and simplifying procedures for
gathering this information on students and the professional qualifications of
academic staff to make reporting more harmonized, standardized, and relevant.

To monitor the effectiveness of recruitment of staff and lecturers for
underrepresented groups, higher education institutions should be required to report
relevant data on a regular basis. Administrative data collected in a harmonized
manner with respect to indicators and definitions are necessary and sufficient to
monitor the impact of positive discrimination policies concerning students from
underrepresented groups. Simple and effective data collection procedures should
be developed by coordinating the monitoring powers of the various relevant
national bodies. The administrative cost of monitoring practices should be kept as
low as possible, as excessive monitoring processes generate additional burdens
with respect to data quality and compliance. Data derived from administrative
records can be analyzed rather easily. They have the advantage of being accurate
and complete. However, administrative data have limitations related to the choice
of the indicators used, as relevant data might not be gathered at the institutional
level. The design of new data collection exercises is more time-consuming and
involves collection costs.

7.1. Key Performance Indicators

The Interregional Academy of Personnel Management has introduced a
system of monitoring the activities of all its structural units that are engaged in the
recruitment of lecturers and staff for underrepresented groups. The system is based
on special indexes and criteria. Each structural unit has to report on its work and
submit a report every three months. Key Performance Indicators The Academy’s
academic staff are aware that, once the objectives have been set, evaluation of the



quality of achieving the objectives is very important. In fact, this is the Academy’s
key KPI that is used to improve management efficiency. The goals of the project
will be regularly monitored, applying KPI at all levels of objectives achievement
assessment. In general, it is defined as a business performance measurement entity.
It generally consists of financial and non-financial key elements. The best practice
through KPI study focuses on KPI use in HR and staffing in a human resource
management and talent development context. Why are Key Performance Indicators
necessary and beneficial? They can help the Interregional Academy of Personnel
Management to be awarded this title. Currently, the Interregional Academy of
Personnel Management has the resources available to achieve its aims and
objectives in a sustainable and efficient manner. In order to maintain a competitive
edge and to improve the HR quality within the organization, the proponents argue
that management should focus on the HR-related domains.

7.2. Data Collection and Analysis

In order to collect research data, we need information that will provide all
the components of the project. In order to exercise monitoring of the staff
recruitment, it is necessary to establish the number of workers in the enterprises
who received additional training at the Academy, as well as the number of lecturers
at the Academy. The above-named data will be gathered once every six months.
Data collection will be carried out by means of direct questioning of the enterprises
and the respective departments. Through direct questioning, we aim to find out the
number of various categories of employees who took training at the Academy and
at the enterprises. All the questionnaires were made in an attempt to determine the
attitude concerning the staff content of the enterprises. Based on the analysis, a
methodological base for the refinement of the staff recruitment policy will be
formed. In order for the methodological procedure to be acceptable for the
members of management and HR specialists of the enterprises regarded as the
objects of the research, it is necessary for the Academy's lecturers to be acquainted
with its merits and drawbacks, as well as with the results of the analyses carried
out, to obtain information about the staff work of the surveyed enterprises. As a
rule, for the placement of the questionnaires in the budget of the Academy, it is
necessary for some enterprises to provide a summary within the frameworks of the
round table. The placement of the questionnaires and the attendance of the round
table are free for the Academy's lecturers, whereas the homework for the rest of the



Academy staff is paid. To solve the task of ensuring data reliability, the
questionnaires must be filled out to the best of their ability. However, we deal with
the controlling questionnaire based on the questionnaire on staff content.
Therefore, we are not able, through the respective analysis, to determine the level
of trust in the data collected. According to the questionnaire from the enterprises,
the staff content of the enterprises under control should be received by the
Academy.

8. Conclusion and Recommendations

The general conclusion of this report concerns the relationship between the
probability of hiring opportunities and the distribution of characteristics of persons
in a specific status. Policies that intend to increase the probability of hiring
opportunities should focus on keeping the chance of getting employed
unconditioned by the characteristics related to gender, race, sexual orientation, or
maternity status. The recruitment process of staff or lecturers that is unconditioned
by gender, race, sexual orientation, or maternity status characteristics will need
compensation measures. The compensation measures are related to the distinction
that is made at a preliminary stage of selection of specific characteristics. In this
way, the policy of recruitment of staff and lecturers for underrepresented groups
should be more of a positive recruitment than an anti-discriminatory measure.
Several potential policies can provide students of these groups with compensating
differentials. Financial rewards or measures that favor mobility or access to study
programs could help address group differences in terms of wage offers and in the
probability of getting a job. These policies have a cost in terms of the economic
resources of the university, but they might be a compensation for discriminated
groups, especially if students know that after graduation, working experience in a
specific job will not hinder their careers. Finally, it must be pointed out that if the
increased probability of hiring is caused by a positive action policy or, more
generally, by an affirmative action in favor of underrepresented groups, the
lowering of productivity caused by some college characteristics will have its
compensation in terms of the expected net benefits.

8.1. Summary of Findings



This chapter justifies the necessity of forming an effective policy for the
recruitment of staff and lecturers for participants of the Interregional Academy for
Personnel Management and provides recommendations and practical guidelines for
improving practice in that respect based on the empirical experience of this
institution. We formulated the necessity of a recruiting policy for the recruitment of
academic personnel trained to work with social groups underrepresented in
educational programs, with the relevant requirements for their preparation. The
study of the practical experience of HR and the professors in this field allowed us
to identify and generalize successful recommendations that were taken into account
during the development of the corresponding Hiring Policy implemented at the
institution.

The analysis of the results showed that the principles and measures of the
target plan currently being implemented at the institution provide a very significant
social and favorable gender balance, but do not provide an equally favorable ethnic
balance. In some units of the institution, the number of teachers from among other
social groups is actually zero, which obviously does not allow them to form their
image of a higher educational institution that ideally serves the interests of the
people. The recruiting policy in the context of work with underrepresented groups
needs reform that would strive to form an institution capable of significantly
greater educational impact and capable of developing through an inclusive culture
of dialogue and cooperation in the field of science and education.

8.2. Policy Recommendations

1. Recruitment of lecturers from among underrepresented groups should be
a targeted commitment of the Academy. It is not less important than admission: it
is from teachers that students form initial attitudes towards the institution and
discipline. A diverse teaching staff is a factor of respect for the individual and
equity. Student interest in studying is stimulated when they come into contact with
teachers who are similar to them in terms of identity, feel that they are not alone,
and can engage in valuable university learning. This builds a sense of community
and the importance of responsibility for one's own and others' success. 2.
Admissions policy for those underrepresented, even if conflicts arise among
candidates. It is here that the future lecturers are being formed. At the same time, it
is very important that the selection of lecturers takes place in a way that does not



lead to a loss of quality in determining priorities or requirements. The faculty
salary should not be a policy that could be interpreted by those who want to take
advantage of. The gender composition of the top professors should also be taken
into account.


