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University Diversity & Compliance

September 2004

DIVERSITY INITIATIVES SPECIAL INTERIM REPORT

Executive Summary

Introduction

University Diversity and Compliance (“UDC”) has historically employed traditional methods for attracting diverse candidates for employment, such as advertisements in the Chronicle of Higher Education and local newspapers, and by attending job fairs.  To date, those traditional methods have yielded only modest results for increasing the diversity of the University’s workforce.

Earlier this year, the Board challenged UDC to explore new and/or non-traditional methods for attracting diverse candidates for employment.  UDC met with University stakeholders, including the President, the Provost, all Vice Presidents and Deans, and various members of the faculty and staff to explore new initiatives. 

The Director of UDC and the Provost also met and consulted with Monica Emerson, an Oakland University graduate and Executive Director of the Corporate Diversity Office at DaimlerChrysler Corporation, and Tammy Seals, the Senior Director of Diversity at Kelly Services, to explore innovative “best practices” and diversity models that could be successfully used by the University.  Although industry specific, these companies face the same challenges to increasing diversity as does the University.  Ms. Emerson and Ms. Seals and their respective staffs uniformly stated that diversity initiatives take years to fully implement and even longer to realize their full potential.  UDC also intends to meet with other companies that are actively trying to diversify their workforces to determine if those companies have similar initiatives that can be used successfully by the University.  

Based in part upon those meetings, UDC has implemented the following initiatives.  These initiatives can be grouped into two categories:  (1) initiatives aimed at increasing diversity in recruitment and hiring, and (2) initiatives that promote diversity and foster recognition of the importance of diversity.

1. 
Pilot Recruitment Program

Despite comprehensive efforts by UDC, hiring supervisors and search committees, the University has difficulty attracting diverse job applicants.  Based upon a suggestion made by Trustee Dennis Muchmore, the Director of UDC sought proposals from four recruiting firms to work with the University in a pilot recruitment program to assist UDC and the search committees on specific methods to increase the number of qualified diverse job applicants and supplement the applicant pool. The recruiting firm will also provide information related to (a) the University’s stature within the local area and University/College community; (b) the University’s competitiveness in the market place; (c) any hindrances to attracting a greater number of qualified diverse applicants; and (d) methods to increase the number of qualified diverse applicants in applicant pools beyond traditional advertising.

Initially, the pilot recruitment program will assist the University in obtaining qualified diverse applicants for one faculty and one staff position.  MacNaughton Associates was selected for the pilot recruitment program because it has experience in conducting similar initiatives, has worked successfully with the University on past searches, and was the lowest responsible bidder.  The Director of UDC is in the process of determining which faculty and staff positions will be used in the pilot recruitment program.  Selection of the positions will be consistent with the goals of the Affirmative Action Plan and current under-utilization levels among faculty and staff.

2.
Welcoming Committee

One of the University’s goals has been to foster a culture where all members of the campus community, including women and minorities, feel welcomed and valued.  During exit interviews, former employees have also identified this as an area for improvement.  

In response, the Director of UDC has created a “Welcoming Committee” that introduces and welcomes new faculty and staff to the University, and seeks to maintain and foster connections among minority and female faculty and staff and other faculty and staff across the University.   There are 17 committee members who represent each of the five divisions, of which two committee members each are from Finance & Administration, Academic Affairs, Student Affairs, the President’s Division, and the College of Arts and Sciences, as well as one committee member from each of the five Schools and the Library.

Committee members contact each new employee within his/her particular area as soon as possible after the new employee starts work, welcomes the new employee to the University, and arranges a time to meet and orient the new employee.  Where appropriate, a committee member will also meet with job applicants.  UDC will sponsor an annual reception for the committee and the entire campus community in the Oakland Center to welcome all new employees and bring together faculty and staff from across the University.  The tentative date of this year’s reception is November 3, 2004.

3. 
Diversity By-line

UDC will produce a quarterly diversity by-line in the OU News in partnership with other departments, such as the Center for Multi-Cultural Initiatives, Disability Support Services, the SAFE organization, and student organizations, to foster communication regarding diversity.  The College, Schools and the Library will also be asked to provide information.  The by-line will highlight activities the faculty, staff, and students are engaged in to promote diversity; list events relating to diversity such as information concerning the Welcoming Committee, the pilot recruitment program and Hispanic Celebration events; and, include an educational/trivia component regarding diversity.  The diversity by-line will incorporate topics outside the traditional notions of diversity.

4.
Annual Presidential Diversity Award

As a means of recognizing the contributions and accomplishments of faculty and staff in creating and promoting diversity on campus, a Presidential Diversity Award will be given annually.  One award each will be given to the faculty member and the staff member that demonstrates either:

a.
Diversity in teaching, research and service - focus on means to foster diversity in teaching, research, and service to diverse communities.

b.
Creation of a Diverse and Inclusive Work and Learning Environment – focus on initiatives, programs, and other means of promoting diversity on campus. 

Employees will be nominated by writing a narrative on one of the foregoing topics.  The Director of UDC will select a committee comprised of two faculty members, two staff members and one student to review proposals and make recommendations to the President.  Each award recipient will be given $500 and a plaque to be presented at a Board meeting or other venue with a videotaped segment of accomplishments.

5.
Employee Resource Groups (“ERGs”), Modeled After a DaimlerChrysler Corporation Initiative 

ERGs are distinct groups (e.g., women, men and various racial groups) that promote the interests of their respective constituency.  They are employee managed, voluntary, and open to all active employees of the University.  ERGs align diverse groups with upper level University employees and create a bridge between the University and its employees by promoting awareness and enthusiasm about diversity across the University.  ERGs will also interact with one another to increase diversity awareness. 

Each ERG will have a University sponsor.  Current Deans, Vice Presidents, Directors or other appropriate upper level University employees will serve as University sponsors to ERGs.  The University sponsor will actively work with the ERG to develop and achieve the goals of the ERG.  Having a University sponsor ensures that the concerns of the employees and constituent groups they represent are heard at the highest level.  

Initially, the University hopes the following proposed ERGs will be established by employees: women, African American/Black, Hispanic/Latino and Native American and Asian.  Certain requirements must be met for an ERG to be recognized, including supporting the mission of the University, having a requisite number of current employees who meet regularly and preferably on a monthly basis, adhering to laws and University policies and maintaining financial responsibility.

It is expected that ERGs will engage in social activities and serve a University function.  For example, an ERG may seek to provide a speaker during Hispanic Celebration Week and suggest means of improving diversity on campus.  In addition, they can facilitate formal relationships with organizations whose purpose is to promote diversity, such as the Urban League. 

Each ERG will have a $2000 annual budget funded by UDC.  ERGs can supplement their budget with events approved by the Director of UDC. 

Additional Diversity Initiatives

1.
Quarterly Division Diversity Reports

UDC will produce division diversity reports and meet with each Vice President quarterly rather than semi-annually to discuss job movement and utilization of positions within their division.

2.
Cultural Sensitivity Experience 

Vice Presidents of each division will annually implement a cultural sensitivity experience.  In the past, divisions have taken part in such events as Habitat for Humanity and participated in diversity training.

3.
Meetings with University Stakeholders 

The Director of UDC gave detailed reports and information to Vice Presidents and Deans at their respective retreats regarding diversity at the University, hiring/termination analysis per each area, and the probable effects on the Affirmative Action Plan (“AAP”).  The Director of UDC provided information regarding the number of women in faculty and staff positions, and ways to increase those numbers.  UDC will also partner with Academic Affairs and conduct training for search committees, and continue to speak with University stakeholders regarding diversity efforts.

The Director of UDC speaks bi-monthly at staff orientations and annually at faculty orientations regarding diversity at the University and the search process, and solicits information regarding diversity initiatives.  

4.
Meeting with University Human Resources (“UHR”)

The Director of UDC meets with UHR weekly to discuss recruitment of staff positions, particularly where the position is underrepresented, and the means to increase the number of qualified applicants from the underrepresented population.  

UDC also routinely partners with UHR in conducting exit interviews.

Conclusion 

UDC hopes that in time the initiatives will (1) foster dialog across campus regarding diversity; (2) promote a diverse campus environment; and (3) facilitate more diversity among faculty and staff.  

UDC will continue to explore means to increase diversity campus-wide and eliminate initiatives that are not effective.
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