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University Diversity & Compliance

Annual Report – January 2004

REPORTS REGARDING DIVERSITY, AFFIRMATIVE ACTION PLAN 

AND RETENTION

Executive Summary

The following analysis covers the period of October 1, 2002 to September 30, 2003, unless otherwise indicated and includes full-time employees.

Please note the delineated tables depict yearly running totals, women who are classified as African American or “other minorities” (Hispanics, Native Americans/Alaskan Natives and Asians/Pacific Islanders) are included in both the female and minority employee categories, consistent with Federal reporting requirements. 

I. Total Workforce Overview

Table 1

[image: image1.emf]New Hires( 180 )Terminations( 104 )Promotions( 82 ) New Hires( 168, -12)Terminations( 114, +10)Promotions( 90, +8 )New Hires (97, -71)Terminations( 113, -1 )Promotions( 63, -27 )

TOTAL 

FULL-TIME

WORKFORCE

OVERVIEW

2001

(1239)

2002

(1262, +23)

2003

(1235, -27)

JOB MOVEMENT(YEAR 2002)New HiresTerminationsPromotions

689 / 55.6%

Female

704 / 55.8% 683 / 55.3%

( +15 / +.2% ) ( -21 / -.5% )

Black

142 / 11.3% 147 / 11.9%

( +3 /+.03% ) ( +5 / +.7% )

Other Minority

133 / 10.5% 130 / 10.5%

( +7 / +.4% ) ( -3 / -.01% )

White Male

435 / 35.1% 443 / 35.1% 435 / 35.2%

( +8 / - ) ( -8 / +.12 )

689 / 55.6%

139 / 11.2%

126 / 10.2%


Table 1 depicts the University’s total full-time workforce and shows that the University is remaining constant in the level of females, blacks, and “other minorities” it employs.  The population of white males employed by the University has also remained constant.  White males hold fewer University jobs than females.  

Table 2

[image: image2.emf]Year 2001 Year 2002 Year 2003

TOTAL 

FULL-TIME

WORKFORCE

JOB MOVEMENT

New Hires ( 180 )

Terminations ( 104 )

Promotions ( 82 ) 

New Hires



( 168, -12)



Terminations



( 114, +10)



Promotions



( 90, +8 )



New Hires



 (97, -71)



Terminations



( 113, -1 )



Promotions



( 63, -27 )

TOTAL FULL-TIMEWORKFORCEOVERVIEW2001(1239)2002(1262, +23)2003(1235, -27)JOB MOVEMENT(YEAR 2002)New HiresTerminationsPromotions

112 / 62.2%



Female

61 / 58.7% 45 / 54.9% 98 / 58.3% 63 / 55.3% 62 / 68.9% 49 / 50.5% 63 / 55.8% 42 / 66.7%

( -14 / -3.9% ) ( +2 / -3.4% ) ( +17 / +14.0% ) ( -49 / -7.8% ) ( 0 / +0.5% ) ( -20 / -2.2% )

Black

10 / 9.6% 11 / 13.4% 22 / 13.1% 18 / 15.8% 10 / 11.1% 16 / 16.5% 10 / 8.8% 6 / 9.5%

( +8 / +5.3% ) ( +8 / +6.2% ) ( -1 / -2.3% ) ( -6 / +3.4% ) ( -8 / -6.9% ) ( -4 / -1.6% )

Other Minority

6 / 5.8% 11 / 13.4% 24 / 14.3% 12 / 10.5% 9 / 10.0% 11 / 11.3% 10 / 8.8% 4 / 6.3%

( +8 / +5.4% ) ( +6 / +4.8% ) ( -2 / -3.4% ) ( -13 / -2.9% ) ( -2 / -1.7% ) ( -5 / -3.7% )

White Male

56 / 31.1% 40 / 38.5% 27 / 32.9% 53 / 31.5% 39 / 34.2% 23 / 25.6% 37 / 38.1% 44 / 38.9% 15 / 23.8%

( -3 / +.4% ) ( -1 / -4.3% ) ( -4 / -7.4% ) ( -16 / +6.6% ) ( +5 / +4.7% ) ( -8 / -1.7% )



16 / 8.9%



14 / 7.8%



112 / 62.2%


Table 2 depicts total full-time workforce job movement and shows that, (1) the percentage of female and “other minority” new hires has decreased while the percentage of black new hires has increased; (2) the percentage of females that left the University has remained constant, whereas the percentage of blacks and “other minorities” that left the University has decreased; and (3) promotions have decreased for females, blacks and other minorities.  These numbers reflect the effects of University downsizing and budget constraints.  It should also be noted that although the percentage of white male new hires has increased it is well below the new hire rate of females.  White males left the University at an increased rate and were promoted less.

II.
Faculty Workforce Overview


Table 3

[image: image3.emf]New Hires ( 51 )Terminations ( 29 )Promotions ( 28 )New Hires( 51, 0 )Terminations( 27, -2 )Promotions( 25, -3 )New Hires( 32, -29 )Terminations( 34, +7)Promotions( 33, +8 )

FULL-TIME 

FACULTY

WORKFORCE

OVERVIEW

2001

(447)

2002

(457, +10)

2003

(483, +26)

JOB MOVEMENT(YEAR 2002)New HiresTerminationsPromotions

179 / 40.0%

Female

181 / 39.6% 193 / 40.0%

( +2 / -.4% ) ( +12 / +.4% )

Black

31 / 6.8% 33 / 6.8%

( -2 / -.6% ) ( +2 / +.05% )

Other Minority

73 / 16.0% 79 / 16.4%

( +5 / +.8% ) ( +6 / +.4% )

White Male

200 / 44.7% 207 / 45.3% 216 / 44.7%

( +7 / +.6% ) ( +9 / -.6 )

179 / 40.0%

33 / 7.4%

68 / 15.2%


Table 3 gives an overview of the full-time faculty workforce and shows that the University remained constant in the level of female, black, and “other minority” faculty employed.  Unfortunately due to budget constraints in 2004, these figures will not likely improve during the fiscal year. White male faculty continue to hold the majority of faculty positions.  

Table 4
[image: image4.emf]Year 2001 Year 2002 Year 2003

FULL-TIME

FACULTY

JOB MOVEMENT

New Hires ( 51 )

Terminations ( 29 )

Promotions ( 28 )

New Hires



( 51, 0 )



Terminations



( 27, -2 )



Promotions



( 25, -3 )



New Hires



( 32, -29 )



Terminations



( 34, +7)



Promotions



( 33, +8 )

FULL-TIME FACULTYWORKFORCEOVERVIEW2001(447)2002(457, +10)2003(483, +26)JOB MOVEMENT(YEAR 2002)New HiresTerminationsPromotions

31 / 61.0% 9 / 31% 6 / 21.4%



Female

22 / 43% 13 / 48% 12 / 48% 13 / 40.6% 13 / 38.2% 19 / 57.6%

( -9 / -17.6% ) ( +4 / +17.1% ) ( +6 / +26.6% ) ( -9 / -2.5% ) ( 0 / -9.9% ) ( +7 / +9.6% )

Black

3 / 5.9% 4 / 14.8% 0 / 0% 3 / 9.4% 1 / 2.9% 4 / 12.1%

( -2 / -3.9% ) ( +3 / +11.4% ) ( 0 / 0% ) ( 0 / +3.5% ) ( -3 / -11.9% ) ( 4 / +12.1% )

Other Minority

12 / 23.5% 4 / 14.8% 4 / 16% 7 / 21.9% 5 / 14.7% 3 / 9.1%

( +6 / +11.8% ) ( +2 / +7.9% ) ( -2 / -5.4% ) ( -5 / -1.7% ) ( +1 / -0.1% ) ( -1 / -6.9% )

White Male

15 / 29.4% 19 / 65.5% 16 / 57.1% 20 / 39.2% 9 / 33.3% 11 / 44.0% 14 / 43.8% 19 / 55.9% 9 / 27.3%

( +5 / +9.8% ) ( -10 / -32.2% ) ( -5 / -13.1% ) ( -6 / +4.5% ) (+10/+22.5%) ( -2 / -16.7% )

31 / 61.0% 9 / 31% 6 / 21.4%



5 / 9.8% 1 / 3.4%



6 / 11.8% 2 / 6.9% 6 / 21.4%



0 / 0%


Table 4 depicts full-time faculty job movement and shows that, (1) there was an overall decrease in the number of new hires and similarly a decrease in the percentage of female and “other minority” new hires but the percentage of black new hires increased; (2) females and blacks left the University at a significantly lower percentage while the percentage of “other minority” faculty that left the University remained constant; and (3) both female and blacks were promoted at a much greater percentage – the opposite is true for “other minorities.”  White male faculty received the majority of new positions, left the University at the greatest rate and were promoted at the second highest rate behind females.

However, these figures are somewhat skewed because after careful review the Provost determined that 38 employees classified as “staff” would be more appropriately classified as faculty.  These 38 employees were academic deans, researchers, and academic administrators.  The largest impact occurred in the faculty new hire percentage because 10 of the 38 were new hires (7 minorities, 5 women).  In 2003, female new hires constituted 40.6% of all new hires, without the reclassification the percentage would drop to 33%, 4.8% rather that 9.4% of new hires would be black and 4.8% rather than 21.9% of new hires would be “other minorities.” The percentage of white male faculty new hires would be 61.9% rather than 43.8%.

III.
Staff Workforce Overview

Table 5
[image: image5.emf]New Hires ( 129 )Terminations ( 75 )Promotions ( 54 )New Hires( 117, -12 )Terminations( 87, +12 )Promotions( 65, +11 )New Hires( 65, -52 )Terminations( 79, -8 )Promotions( 30, -35 )

FULL-TIME 

STAFF

WORKFORCE

OVERVIEW

2001

(792)

2002

(805, +13)

2003

(752, -53)

JOB MOVEMENT(YEAR 2002)New HiresTerminationsPromotions

510 / 64.4%

Female

523 / 65.0% 490 / 65.2%

( +13 / +.6% ) ( -33 / +.2% )

Black

111 / 13.8% 114 / 15.2%

( +5 / +.4% ) ( +3 / +1.4% )

Other Minority

60 / 7.5% 51 / 6.8%

( +2 / +.1% ) ( -9 / -.7% )

White Male

235 / 29.7% 236 / 29.3% 219 / 29.1%

( +1 / -.4% )  ( -17 / -.2 )

510 / 64.4%

106 / 13.4%

58 / 7.3%


Table 5 gives an overview of the full-time staff workforce and shows a notable decrease in staff levels due to budget constraints at the University, the hiring freeze and reclassification of staff employees as faculty. The level of female, black, and “other minority” staff, however, is virtually unchanged.  The same is true for white male staff. 

Table 6
[image: image6.emf]Year 2002 Year 2001 Year 2003

FULL-TIME

STAFF

JOB MOVEMENT

New Hires ( 129 )

Terminations ( 75 )

Promotions ( 54 )

New Hires



( 117, -12 )



Terminations



( 87, +12 )



Promotions



( 65, +11 )



New Hires



( 65, -52 )



Terminations



( 79, -8 )



Promotions



( 30, -35 )

FULL-TIME STAFFWORKFORCEOVERVIEW2001(792)2002(805, +13)2003(752, -53)JOB MOVEMENT(YEAR 2002)New HiresTerminationsPromotions

81 / 62.8% 52 / 69.3% 39 / 72.2%



Female

76 / 65% 50 / 57.5% 50 / 76.9% 36 / 55.4% 50 / 63.3% 23 / 76.7%

( -5 / +2.2% ) ( -2 / -11.9% ) ( +11 / +4.7% ) ( -40 / -9.6% ) ( 0 / 5.8% ) ( -27 / -.3% )

Black

19 / 16.2% 14 / 16.1% 10 / 15.4% 13 / 20% 9 / 11.4% 2 / 6.7%

( +10 / +9.3% ) ( +5 / +4.1% ) ( -1 / -5.0% ) ( -6 / +3.8% ) ( -5 / -4.7% ) ( -8 / -8.7% )

Other Minority

12 / 10.3% 8 / 9.2% 5 / 7.7% 4 / 6.2% 5 / 6.3% 1 / 3.3%

( +2 / +2.5% ) ( +4 / +3.9% ) ( 0 / -1.6% ) ( -8 / -4.1% ) ( -3 / -2.9% ) ( -4 / -4.4% )

White Male

41 / 31.8% 21 /28.0% 11 / 20.4% 33 / 28.2% 30 / 34.5% 12 / 18.5% 23 / 35.4% 25 / 31.6% 6 / 20.0%

( -8 / -3.6% ) ( +9 / +6.5% ) ( +1 / -1.9% ) ( -10 / +7.2% ) ( -5 / -2.8% ) ( -6 / +1.5% )



9 / 7.0% 9 / 12% 11 / 20.4%



81 / 62.8% 52 / 69.3% 39 / 72.2%



10 / 7.8% 4 / 5.3% 5 / 9.3%


Table 6 depicts full-time staff job movement and shows, (1) a lower percentage of new hires among females and “other minorities” while the percentage of black new hires rose; (2) the percentage of female staff leaving the University rose, whereas the percentage of blacks and “other minorities” lowered; and (3) promotions decreased for females (slightly), blacks, and “other minorities.”  In regard to white male staff, the new hire percentage increased at a rate lower than female staff but greater than black staff or “other minority” staff. White male staff have left the University and were promoted at the second greatest rate behind females.

IV.
Affirmative Action
The Federal government requires the University to maintain an Affirmative Action Plan (“AAP”) that shows the employment status of (1) females, (2) blacks, and (3) “other minorities” by job group.  

A job group consists of positions with similar responsibilities or duties, salary, promotional opportunities and related factors.  The University has 18 faculty job groups and 20 staff job groups.  

For each job group an analysis is performed to determine if the job group has met its affirmative action goal, in other words to determine if the job group is utilized for females, blacks, and “other minorities” or whether a placement goal needs to be set for these populations. 

To determine if a position is utilized, University Diversity & Compliance (“UDC”) employs a statistical analysis using information gathered from the U.S. Census and state and national educational reports, to determine the available workforce for each job group, and compares those in the job group with the available workforce.  If the percentage of females, blacks, or “other minorities” in the job group is within a permitted deviation of availability, the position is utilized.  If not, a placement goal is established, which is equal to the available workforce within that particular job group. In order to achieve affirmative action goals, the University takes steps to increase the number of qualified women and minorities who apply for open positions.  Listed below is the number of affirmative action goals met, by year, for faculty and staff. 

AAP Goals Met

[image: image7.emf]Year 2001 Year 2002 Year 2003

FACULTY

STAFF

FACULTY

STAFF

FACULTY

STAFF

Female 8 / 18 14 / 20 6 / 18 14 / 20 8 / 18 15 / 20

Black 16 / 18 12 / 20 16 / 18 11 / 20 16 / 18 10 / 20 

Other 

Minority

10 / 18 12 / 20 10 / 18 10 / 20 10 / 18 11 / 20 


There was little change in the number of affirmative action goals met during the fiscal year due to budget constraints and reduced hiring.  In regard to faculty, AAP goals met for female faculty increased by two.  There was no change in the number of AAP goals met for black faculty and “other minority” faculty.

In regard to staff, AAP goals met for female staff increased by one; AAP goals for black staff decreased by one; and AAP goals for “other minorities” staff increased by one.
V.
Initiatives

In the past UDC has been involved with job fairs and external agencies committed to increasing diversity and affirmative action compliance.  These initiatives have served the University well and will continue but have not resulted in a notable change in diversity levels or the number of affirmative action plan goals met. This year UDC will focus on creating a system that positions the University to hire females and minorities when the time comes.

A. Past

1. Job Fairs – For several years, the Director of UDC has attended the Joint Fellows Job Fair that focuses on women and minorities.  Since the Fall of 2001, the University has hired two individuals as the direct result of attending this job fair.  UDC will continue to attend the job fair, in some capacity, because it reflects the University’s commitment to diversity.  To the extent the job fair was the focus of recruiting efforts in the past; such is no longer the case.  UDC will measure the utility of attending similar job fairs. 

2.
Professional Organizations – The Director of UDC has re-established involvement with Corporate Partners in Diversity, the Southeastern Michigan Industry Liaison Group which focuses on affirmative action compliance and the Oakland County Employment Diversity Council (“OCEDC”).  The OCEDC is headed by Bob Thomas, the University’s Director of Placement and Career Services.  Participation in such groups will continue because UDC believes it is critical to increase visibility of the University as an inclusive community that values diversity and aids in the University’s networking capabilities which assists in recruiting.


B.
Present and Future
UDC is exploring different avenues to increase diversity and meet affirmative action plan goals separate and apart from past initiatives.

1.
Website -- UDC has created and will implement a website that lists resources for faculty and staff recruiting, and showcases the University’s commitment to diversity.
2.
Active Recruiting -- UDC will work closely with the Provost’s Office and Human Resources to actively seek out candidates and attempt to persuade those who would not otherwise apply for University positions to do so.  This will require UDC and the Provost’s Office to become “headhunters” and make source calls to faculty here and at other universities.  This will also involve calling prospects, those persons acquired from “source” calls as well as those from the Minority and Women Doctoral Directory and directory obtained in the above mentioned job fair.  The Minority and Women Doctorate Directory lists various disciplines in which minorities and women are receiving their doctorate.  The directory obtained in the job fair lists various disciplines in which minorities and women are receiving their master’s degree and doctorate. The Director of UDC recognizes that there are times when those persons listed in directories have obtained employment prior to publication and is seeking ways to obtain names of doctoral candidates early on.

3.
Fostering Relationships -- The Director of UDC has met with the: (1)  President; (2) Provost; (3)Vice Presidents; (4) Deans; (5) Department Chairs, and (6) leaders in the business and legal arenas, including the Senior Director of Diversity at Kelly Services, to discuss diversity, where the University is, and where the University would like to be in the future.  UDC will partner with the University’s Center for Multicultural Initiatives on the following initiatives:

· Host Brown-bag Luncheons to discuss topics related to diversity and student life. Luncheons will be held monthly beginning in late January and every month thereafter for four months and follow a focus group format.

· Facilitate faculty-based professional organizations.

· Host an Empowerment Day in the next six months that targets minorities and women.  Tentative topics include: (1) Understanding the University as an Educational Business; (2) Leadership Development and Career Advancement for People of Color; (3) Finding the Positive in a Challenging Environment; (4) Career Advancement -- Is There a Gender Bias and (5) Charting Your Professional Life.

4.
Track job offers and rejections to obtain a better picture of the University’s efforts at increasing diversity.

Through these efforts, UDC hopes to reinforce the importance of diversity, increase networking abilities and the visibility of the University, and gain insight into viable diversity initiatives.

VI.
Retention

UDC has analyzed data from faculty and staff exit interviews in an attempt to identify those factors that influence women and minorities to leave the University.  Data was analyzed over a two-year period.  Unfortunately the faculty response was too small for meaningful statistical analysis.  Of 46 exit interview forms sent to faculty only 16 responded, which included six females.  All those who responded were white.  For UDC purposes, three faculty listed cultural differences as their reason for leaving, and of those three, two stated that resolution of their complaints was poor.  To counter such perceptions, the Director of UDC is discussing with the Provost’s Office ways to make certain that the investigative process is communicated to faculty. UDC will also conduct exit interviews of faculty independent of any department prior to their departure from the University.

Regarding staff, UHR conducted 75 exit interviews and of those 72 contained the applicable fields.  Staff listed expected reasons for leaving the University, such as retirement, career advancement, compensation, and personal reasons. The Director of UDC has implemented a system whereby she will conduct independent exit interviews of each full-time staff employee prior to their departure from the University separate and apart from UHR exit interviews.  The exit interviews will focus on the complaint process and issues regarding diversity.
VII.
Conclusion
UDC has implemented proactive initiatives as a means of increasing diversity and meeting affirmative action goals and is exploring new initiatives and opportunities not utilized in the past.  It is UDC’s hope that each member of the University community become “Ambassadors of Diversity” and enrich the University experience by seeking to assure equal access to educational and employment opportunities, facilitating cooperation and communication between members of the diverse campus community, and serving as a resource by advocating for a diverse campus community. 
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