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ATTACHMENT 1

University Diversity & Compliance

Annual Report – May 2005
ANNUAL DIVERSITY AND AFFIRMATIVE ACTION PLAN REPORTS 

Executive Summary

I.
Update on Diversity Initiatives

Welcoming Committee

On January 11, 2005, the University’s Welcoming Committee, a newly formed group comprised of faculty and staff members, whose purpose is to welcome and orient new faculty and staff, hosted a “Mingle and Meet Welcome Reception”.  Approximately 90 faculty and staff members attended, enjoyed refreshments and had the opportunity to meet new faculty and staff.  Survey results indicate all attendees believed the reception to be worthwhile.  UDC plans to host the reception yearly.   

Employee Resource Groups (ERGs)

Employees have formed four ERGs: Women, African American/Black, Asian Indian, and the Lesbian, Gay, Bisexual, Transgender and Questioning (LGBTQ) ERG.  ERGs are employee run organizations that represent the interests of their particular constituency.  ERGs have University Sponsors to ensure that the interests of the ERG are heard at the highest University level.  Each ERG can receive $2000 annually to support initiatives.  
ERGs have met and are discussing programming, likely events include a 
(1) speaker on the status and future of domestic partner benefits in Michigan hosted by the LGBTQ ERG; (2) brown bag lunch to discuss retention of black students hosted by the African American/Black ERG; (3) “get acquainted” pot luck luncheon hosted by the Women’s ERG and (4) lecture/recital hosted by the Asian Indian ERG. 
Pilot Recruiting Initiative
UDC retained a recruiting firm to assist the University in obtaining qualified diverse applicants for one faculty and one staff position.  UDC, in consultation with the Vice President for Academic Affairs and Provost, Dr. Virinder Moudgil, the Vice President for Student Affairs, Dr. Mary Beth Snyder, and the Dean of the School of Engineering and Computer Sciences, Dr. Pieter Frick, selected the Professor and Department Chair of Electrical and Systems Engineering position and the Associate Director of Financial Aid, respectively.  To date, this initiative has not produced the hoped for results.  Regarding the engineering position, the recruiter has contacted various institutions only to find that the available pool of women and minorities who have achieved the necessary prerequisite rank of senior associate professor or full professor, to be negligible.  Dean Frick and the faculty of the School of Engineering and Computer Science have prioritized recruiting qualified diverse applicants and the School meets all its affirmative action goals. 
It should be noted that the Department of Political Science in the College of Arts and Sciences was initially asked to participate in the pilot recruiting initiative but it was determined that the department was performing many of the same services as the recruiter, including soliciting names of minority and female PhD candidates from institutions with a significant number of female and minority PhD candidates, obtaining names of recent qualified diverse PhDs through affiliations with associations and contacting recent qualified diverse PhD recipients via electronic mail and/or phone.  
Diversity By-line

In March 2005, UDC published a diversity by-line in the News @ OU that discussed “diversity happenings” around campus and spotlighted a faculty member who is promoting diversity on campus.  Dr. Jim Cipawelsi, Associate Professor of Education, was showcased for his new and exciting course in The Honors College, entitled “Why Urban – Suburban School Disparity.”  The course is taught in partnership with Beyond Basics, a nonprofit organization, and questions why there are gaps between large urban and suburban students on measures of academic success.  Oakland University students tutor elementary students at Jamieson Elementary School in Detroit for the MEAP exam.  The byline also included an educational component and featured information regarding Black History Month and demographic information regarding family structure and disabled persons.
Presidential Diversity Awards
UDC, in consultation with the President, Dr. Gary Russi, is in the process of selecting the recipients of the Presidential Diversity Awards and expects to announce the recipients shortly.  The Presidential Diversity Award recognizes one faculty and one staff member who promotes diversity on campus.  Each recipient will be awarded $500.
Exit Interviews

As part of the University’s retention efforts, UDC conducted exit interviews of faculty and staff to identify factors that influence women and minorities to leave the University.  Unfortunately, the faculty response was too small for meaningful analysis.  Female and minority staff left for career opportunities, followed closely by retirement, family issues, and layoff.  Two exiting minority staff also believed that the University was not fully committed to diversity, and several of the diversity initiatives developed and implemented by UDC are meant to address that perception.
II.
New Programming -- Diversity
Performance Appraisal

The following core competency has been added to the performance appraisal of Vice Presidents and Deans:
Valuing Diversity:  Demonstrates a commitment to achieving the University’s diversity objectives by developing, offering, promoting and supporting opportunities, initiatives, programs and practices that contribute to and facilitate the attraction and retention of people with diverse cultural and ethnic backgrounds and that increase cultural awareness.

Software System/People Admin
In October 2004, the University launched PeopleAdmin, an internal applicant tracking software system for staff positions.  The system allows applicants to view and apply for positions on-line.  “Job profile” is an optional component of the system. If an applicant completes the job profile, the applicant is notified of open vacant positions that match the applicant’s educational qualifications, skill set or interest.  It is hoped that this feature can also be used to increase the number of qualified diverse applicants placed into staff positions.  UDC is working with University Human Resources to have this feature functioning later this month.
Database of Faculty Applicants

UDC is beginning to create an internal database of faculty applicants by compiling curriculum vitas according to diversity goals and gathering information about institutions with significant numbers of female and minority PhD candidates.  In the event a faculty position becomes available, UDC will provide the database to the faculty search committee for possible recruitment.  It is hoped that this database will lead to an increase in qualified diverse applicants.
Advertising/Recruiting Efforts
UDC initiated additional recruiting initiatives to attract qualified diverse applicants.  In December 2004, UDC placed an advertisement which showcased the University’s various departments in Women in Higher Education.  Unfortunately the publication did not yield any applicants despite having several open faculty and staff positions. 
UDC is also participating in the National Minority Faculty Identification Program.  The program allows the University to place advertisements, search a database, download vitas of diverse candidates and contact candidates directly.  The database has been used in connection with a number of faculty searches but has yet to yield any qualified diverse candidates.  UDC is hopeful that in time the program will elicit qualified diverse candidates.
Staff positions are now being advertised in micareerbuider.com that is linked 
to the Detroit newspapers. Micareerbuilder.com is also an affiliate of careerbuilder.com, a national search engine, which is linked to various diversity sites such as usdiversity.com, blackvoices.com and bluesuitmom.com.  Diverse applicants from all over the country can obtain job information regarding staff positions at the University.  
Finally, UDC met with the Diversity Job Network, a newly formed company that employs a “blended response” approach to advertising.  It utilizes newspaper, television, radio, magazines and the internet to attract qualified diverse applicants.  While this resource provided an interesting approach to soliciting qualified diverse candidates, it was cost prohibitive.
Meeting with University Stakeholder and External Organizations
UDC continues to meet with University stakeholders to discuss the University’s diversity goals, hiring procedures, and diversity initiatives.  The Director of UDC spoke to: (1) the Academic Council comprised of all Deans and Academic Administrators; (2) the campus community during African Celebration Month; (3) Vice Presidents regarding the Division Diversity Reports; and (4) the Director of UDC conducted diversity training for Administrative Professionals.
The Director of UDC continues to meet with and solicit advice from external organizations which have a proven track record in promoting diversity and diversifying their workforce, such as DaimlerChysler and Kelly Services, to formulate new diversity initiatives.
III. Job Movement
The following charts cover the period of October 1 to September 30, the period of the University’s annual Affirmative Action Plan (AAP) update, unless otherwise indicated.  
Please note that consistent with Federal reporting requirements, the delineated tables depict yearly running totals, women who are classified as Black or “other minorities” (Hispanics, Native Americans/Alaskan Natives and Asians/Pacific Islanders) are included in both the female and minority employee categories. Also the information regarding promotions has been updated.
Total Full-time Workforce Overview

[image: image1.wmf]TABLE 1



TOTAL 

FULL-TIME

WORKFORCE

OVERVIEW

2003

(1235, -27)

2004

(1220, -15)

As of 4/6/05

(1208, -12)

TABLE 2



TOTAL 

FULL-TIME

WORKFORCE

JOB MOVEMENT

New Hires

 ( 97, -71 )

Terminations

( 113, -1 )

Promotions

( 70, -20 )

New Hires

 ( 104, +7 )

Terminations

( 128, +15 )

Promotions

( 97, +27 )

New Hires

 ( 28, -76 )

Terminations

( 35, -93 )

Promotions

( 21, -76 )

Female

683 / 55.3%

675 / 55.3%

667 / 55.2%

( -21 / -.5% )

( -8 / .02% )

( -8 / -0.11% )

Black

147 / 11.9%

146 / 12.0%

146 / 12.1%

( +5 / +.7% )

( -1 / +.1% )

( 0 / 0.12% )

Other Minority

130 / 10.5%

129 / 10.6%

129 / 10.7%

( -3 / -.01% )

( -1 / +.1% )

( 0 / +0.11% )

White Male

435 / 35.2%

424 / 34.8%

417 / 34.5%

( -8 / +.12 )

( -11 / -0.5 )

( -7 / -0.23 )


Overall there has been a decrease in the number of full-time University employees while the percentage of employees in the above-listed categories has remained constant.  
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TABLE 2



TOTAL 

FULL-TIME

WORKFORCE

JOB MOVEMENT

New Hires

 ( 97, -71 )

Terminations

( 113, -1 )

Promotions

( 70, -20 )

New Hires

 ( 104, +7 )

Terminations

( 128, +15 )

Promotions

( 97, +27 )

New Hires

 ( 28, -76 )

Terminations

( 35, -93 )

Promotions

( 21, -76 )



Female

49 / 50.5%

63 / 55.8%

44 / 62.9%

63 / 60.6%

79 / 61.7%

56 / 57.7%

19 / 67.9%

25 / 71.4%

18  /  85.7%

(-49 / -7.8%)

( 0 / +0.5% )

( -18 / -6.0% )

(+14 / +10.1%)

(+16 / +6.0%)

(+12 / -5.13%)

(-44 / +7.3%)

(-54 / +9.7%)

(-38/+28.0%)

Black

16 / 16.5%

10 / 8.8%

7 / 10.0%

16 / 15.4%

18 / 14.1%

7 / 7.22%

2 / 7.1%

4 / 11.43%

 6 /  28.6%

( -6 / +3.4% )

( -8 / -6.9% )

( -3 / -1.1% )

( 0 / -1.1% )

( +8 / +5.2% )

( 0 / -2.8% )

( -14 / -8.2% )

( -14 / -2.6% )

(-1 / +21.4%)

Other Minority

11 / 11.3%

10 / 8.8%

4 / 5.71%

9 / 8.7%

9 / 7.0%

12 / 12.4%

4 / 14.3%

3 / 8.6%

0 / 0%

( -13 / -2.9% )

( -2 / -1.7% )

( -5 / -4.3% )

( -2 / -2.6% )

( -1 / -1.8% )

( +8 / +6.7% )

( -5 / +5.6% )

( -6 / +1.5% )

(-12 / -12.4%)

White Male

37 / 38.1%

44 / 38.9%

19 / 27.1%

25 / 24.0%

37 / 28.9%

30 / 30.9%

9 / 32.1%

10 / 28.6%

3  /  14.3%

(-16 / +6.6%)

( +5 / +4.7% )

( -4 / +1.6% )

( -12/ -14.1% )

( -7 / -10.0% )

( +11 / +3.8% )

( -16/ +8.1% )

(-27 / -.33%)

(-27/ -16.6%)








Table 2 details full-time workforce job movement and shows that in total, terminations exceeded new hires.  For the 2004 AAP update, this trend continued among persons in the above-listed categories, with the exception of “other minority” employees where new hires equaled terminations.  Since the 2004 AAP update, there has been roughly the same number of new hires and terminations among the employees in the above-listed categories with the exception of females where terminations exceed new hires.  
Regarding promotions, for the 2004 AAP update in total, promotions increased as well as promotions for employees in all categories with the exception of black employees which remained constant.  It should be noted that the percentage rate of promotions among females and blacks decreased as overall promotions rose.  However, since the 2004 AAP update, females and blacks have received the majority of the promotions.  
Faculty Workforce Overview
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FULL-TIME 

FACULTY

WORKFORCE

OVERVIEW

2003

(483, +26)

2004

(490, +7)

As of 4/6/05

(484, -6)

TABLE 4



FULL-TIME

FACULTY

JOB MOVEMENT

New Hires

( 32, -19 )

Terminations

( 34, +7 )

Promotions

( 40, +15 )

New Hires

( 46, +14 )

Terminations

( 41, +7 )

Promotions

( 58, +18 )

New Hires

( 5, -41 )

Terminations

( 5, -36 )

Promotions

( 3, -55 )

Female

193 / 40.0%

196 / 40.0%

196 / 40.5%

( +12 / +.4% )

( +3 / 0.04% )

( 0 / +0.5% )

Black

33 / 6.8%

34 / 6.9%

34 / 7.0%

( +2 / +.05% )

( +1 / +.1% )

( 0 / + .09% )

Other Minority

79 / 16.4%

78 / 15.9%

77 / 15.9%

( +6 / +.4% )

( -1 / -.4% )

( -1 / -.01% )

White Male

216 / 44.7%

217 / 44.3%

213 / 44.0%

( +9 / -.6 )

( +1 / -.4 )

( -4 / -.28 )


Table 3 gives an overview of the full-time faculty workforce and shows a very slight decrease in the recent number of total faculty employed.  The percentage of persons in the above-listed categories remains constant.
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TABLE 4



FULL-TIME

FACULTY

JOB MOVEMENT

New Hires

( 32, -19 )

Terminations

( 34, +7 )

Promotions

( 40, +15 )

New Hires

( 46, +14 )

Terminations

( 41, +7 )

Promotions

( 58, +18 )

New Hires

( 5, -41 )

Terminations

( 5, -36 )

Promotions

( 3, -55 )



Female

13 / 40.6%

13 / 38.2%

21 / 52.5%

24 / 52.2%

21 / 51.2%

31 / 53.4%

4 / 80.0%

3 / 60.0%

1  /  33.4%

( -9 / -2.5% )

( 0 / -9.9% )

( +9 / +4.5% )

( +11 / +11.6% )

(+8 / +13.0%)

(+10/+0.95%)

(-20/+27.8%)

(-18/+8.8%)

(-30/-20.1%)

Black

3 / 9.4%

1 / 2.9%

5 / 12.5%

4 / 8.7%

2 / 4.9%

5 / 8.62%

0 / 0%

0 / 0%

0 / 0%

( 0 / -5.6% )

( -3 / -11.9% )

( 5 / +12.5% )

( 1 / -0.7% )

( +1 / +2.0% )

( 0 / -3.88% )

( -4 / -8.7% )

( -2 / -4.8% )

(-5/-8.6%)

Other Minority

7 / 21.9%

5 / 14.7%

3 / 7.5%

6 / 13.0%

7 / 17.1%

9 / 15.5%

2 / 40.0%

1 / 20.0%

0  /  0%

( -5 / -1.7% )

( +1 / -0.1% )

( -1 / -8.5% )

( -1 / -8.8% )

( +2 / +2.4% )

(+6 / +8.02%)

(-4/+27.0%)

( -6 / +2.9% )

(-9 /-15.5%)

White Male

14 / 43.8%

19 / 55.9%

13 / 32.5%

14 / 30.4%

15 / 36.6%

17 / 29.3%

1 / 20%

2 / 40.0%

2  /  66.7%

( -6 / +4.5% )

(+10/+22.5%)

( +2 / -11.5% )

( 0 / -13.3% )

( -4 / -19.3% )

( +4 / -3.2% )

(-13/-10.4%)

(-13 / +3.4%)

(-15/+37.4%)








Table 4 details full-time faculty job movement and for the 2004 AAP update, females and blacks were being hired at a greater rate than those leaving.  For “other minority” faculty and white male faculty the opposite is true.  Since the 2004 AAP update, the majority of new hires have been females.  Based on current projections, of the approximately 40 new faculty positions, 20 have selected and/or hired a candidate and 10 are female, 1 is black and 6 are “other minority”.  For the 2004 AAP update, promotions among female, white male and “other minority” faculty increased, whereas black promotions remained constant.  

Staff Workforce Overview
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FULL-TIME 

STAFF

WORKFORCE

OVERVIEW

2003

(752, -53)

2004

(730, -22)

As of 4/6/05

(724, -6)

TABLE 6



FULL-TIME

STAFF

JOB MOVEMENT

New Hires

( 65, -52 )

Terminations

( 79, -8 )

Promotions

( 30, -35 )

New Hires

( 58, -7 )

Terminations

( 87, +8 )

Promotions

( 39, +9 )

New Hires

( 23, -35 )

Terminations

( 30, -57 )

Promotions

( 18, -21 )

Female

490 / 65.2%

479 / 65.6%

471 / 65.1%

( -33 / +.2% )

( -11 / + 0.5% )

( -8 / - 0.56% )

Black

114 / 15.2%

112 / 15.3%

112 / 15.47%

( +3 / +1.4% )

( -2 / + 0.2% )

( 0 / + 0.13% )

Other Minority

51 / 6.8%

51 / 7.0%

52 / 7.2%

( -9 / - 0.7% )

( 0 / + 0.2% )

( +1 / + 0.2% )

White Male

219 / 29.1%

207 / 28.4%

204 / 28.18%

 ( -17 / -0.2% )

 ( -12 / -0.8% )

 ( -3 / -0.18% )


Table 5 gives an overview of full-time staff workforce and shows a continual decrease in total staff employment, while percent representation of staff in these categories has remained virtually the same.
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TABLE 6



FULL-TIME

STAFF

JOB MOVEMENT

New Hires

( 65, -52 )

Terminations

( 79, -8 )

Promotions

( 30, -35 )

New Hires

( 58, -7 )

Terminations

( 87, +8 )

Promotions

( 39, +9 )

New Hires

( 23, -35 )

Terminations

( 30, -57 )

Promotions

( 18, -21 )



Female

36 / 55.4%

50 / 63.3%

23 / 76.7%

39 / 67.2%

58 / 66.7%

25 / 64.1%

15 / 65.2%

22 / 73.3%

17   /  94.4%

(-40 / -9.6%)

( 0 / 5.8% )

( -27 / -.3% )

( +3 / +11.9% )

( +8 / +3.4% )

( +2 / -12.6% )

( -24/-2.0% )

( -36/+6.7% )

(-8/+30.3%)

Black

13 / 20%

9 / 11.4%

2 / 6.7%

12 / 20.7%

16 / 18.4%

2 / 5.1%

2 / 8.7%

4 / 13.3%

6  /  33.3%

( -6 / +3.8% )

( -5 / -4.7% )

( -8 / -8.7% )

( -1 / +0.7% )

( +7 / +7.0% )

( 0 / -1.6% )

( -10/-12.0% )

( -12/-5.16% )

(+4/+28.2%)

Other Minority

4 / 6.2%

5 / 6.3%

1 / 3.3%

3 / 5.2%

2 / 2.3%

3 / 7.7%

2 / 8.7%

2 / 6.67%

 0 /  0%

( -8 / -4.1% )

( -3 / -2.9% )

( -4 / -4.4% )

( -1 / -1.0% )

( -3 / -4.0% )

( +2 / +4.4% )

( -1 / +3.5% )

( 0 / +4.4% )

( -3/ -7.7% )

White Male

23 / 35.4%

25 / 31.6%

6 / 20.0%

11 / 19.0%

22 / 25.3%

13 / 33.4%

8 / 34.8%

8 / 26.7%

1  /  5.6%

(-10 / +7.2%)

( -5 / -2.8% )

( -6 / +1.5% )

(-12 / -16.4%)

( -3 / -6.3% )

(+7/+13.4%)

( -3/+15.8% )

( -14 / +1.4% )

(-12/-27.8%)








Table 6 details full-time staff job movement and shows that in the 2004 AAP update, total terminations exceeded new hires as did terminations among staff employees in the listed categories with the exception of “other minority” staff.  For the 2004 AAP, promotions increased among staff in all categories, except black which remained constant. 
IV.
Affirmative Action

The University’s AAP shows the employment status of (1) females, (2) blacks, and (3) “other minorities” by job group.  The University has 18 faculty job groups and 20 staff job groups.  Job groups consist of positions with similar duties, promotional opportunities and salary.

Each job group is analyzed to determine whether a job group is “utilized” or a placement “goal” must be set for the populations referenced above.  The analysis involves comparing the University’s workforce with the “available” workforce.  If, for example, the University’s workforce is less than the available workforce, a placement goal is set equal to the available workforce for the job group.  On the other hand, if the University workforce meets or exceeds the available workforce, the job group is deemed to be utilized.  Availability analysis is determined by using information gathered by the U.S. Census and state and national educational reports. The AAP contains new census data from the year 2000.  As depicted below, the new census data has affected the AAP’s goals. 
AAP Goals Met 
The following chart covers the yearly reporting period for the University’s AAP update, October 1 to September 30 unless otherwise indicated. 
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FACULTY

STAFF

FACULTY

STAFF

Female

8 / 18

15 / 20

6 / 18

14 / 20

7 / 18

14 / 20

Black

16 / 18

10 / 20 

16 / 18

11 / 20 

16 / 18

10 / 20 

Other 

Minority

10 / 18

11 / 20 

10 / 18

9 / 20 

9 / 18

8 / 20 


Faculty
For the 2004 AAP update, AAP goals for blacks and “other minority” faculty remained the same –16 of 18 and 10 of 18, respectively.  Since the 2004 AAP update, while it appears that “other minority” faculty lost an AAP goal, the imminent hire of an “other minority” faculty member is expected to return the category to 10 of 18 AAP goals met.  Female faculty meets 7 of the 18 AAP goals, which represents the attainment of one goal since the 2004 AAP update.  The School of Engineering and Computer Science had an AAP goal for females, but the recent hire of two female faculty members has resulted in the goal being met.  Additionally, the School of Business Administration has made progress in reaching their AAP goal for females since the annual 2004 AAP update.  Of the 7 open positions in the School of Business Administration, 5 have been offered to females.   
Staff
For the 2004 AAP update, one AAP goal was met for black staff due to the hire of two new employees to that job group, but thereafter one goal was lost due to a black staff transfer.  For female staff, the AAP goal was not met even though an additional female was hired into the subject job group because the availability percentage for females grew by even a greater percentage.  Similarly, AAP goals were not met for “other minority” staff largely because of increased availability.
V.
Conclusion
UDC has implemented diversity initiatives and programmatic changes that will benefit the University in that they will aid in (1) increasing diversity in the University’s workforce, and (2) promoting diversity and collaborative efforts on campus.  UDC is continually reviewing the efficiency of these programs and making changes where appropriate.
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