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Attachment 1
2006 ANNUAL DIVERSITY AND AFFIRMATIVE ACTION PLAN REPORT 

Vision and Strategy

The Oakland University Board of Trustees has made an unwavering commitment to equality of opportunity for all persons.  In a society that relies on an informed, educated citizenry, no one should be denied the opportunity to attain his or her fullest potential.  The University has established a goal to build a community that welcomes and honors all persons and that provides equal opportunity in education and employment.  Therefore, it is essential that the University’s work force be appropriately representative of all racial and ethnic groups of both genders.  To that end, the Board established an affirmative action plan to achieve a workforce that is reasonably representative of women and minorities as measured by the gender and race mix of persons with the requisite skills within the reasonable employee recruiting area of the University.
Affirmative Action Plan Audit

This year, the Office of University Diversity and Compliance (UDC) completed an extensive and comprehensive audit of the University’s affirmative action plan.  The University had been using the 38 job groups (18 for faculty and 20 for staff) developed in 1995 to create its affirmative action goals and assess its progress toward those goals.  The audit included a thorough analysis of the current U.S. Department of Labor, Office of Federal Contract Compliance Program’s (OFCCP) regulations and guidelines for developing representative job groups.  Generally, under the OFCCP regulations and guidelines, job groups should be developed to:

a. consist of one or more job titles having similar duties and responsibilities, training, transfer, promotion, pay, mobility and other career enhancement opportunities offered by jobs within the job group;

b. cut across departmental lines;

c. have 50-100 or more employees to permit statistically meaningful utilization analyses;

d. not have entry-level and above-entry level jobs in the same job group;

e. not have jobs with clearly different incumbency patterns for women and minorities in the same job group;

f. have as few job groups as possible (i.e. generally 7 to 15 job groups are sufficient and will make for statistical meaningful utilization analyses); and

g. be practical (i.e. consistent with corresponding external availability percentages supplied from U.S. governmental census data so that statistically meaningful utilization analyses can be made). 
In practice, few job groups can meet all of the foregoing criteria and compromises are expected and permissible under the OFCCP regulations and guidelines.

UDC then, with the assistance of the Offices of the Vice President for Academic Affairs and Provost, Human Resources and General Counsel, and consistent with the OFCCP regulations and guidelines, conducted an exhaustive line by line examination of every University job title and job duty, and a corresponding line by line examination of the job titles and duties supplied by U.S. government census data (local and statewide regions and the nation) and the Survey of Earned Doctorates prepared by the National Organization for Research at the University of Chicago (NORC), which is supported by the National Science Foundation and five other federal agencies.  That examination revealed that the University job groups needed to be updated significantly to be consistent with current University job duties and responsibilities, training, transfer, promotion, pay, mobility and other career enhancement opportunities, and also to cut across departmental lines, include enough employees in each job group, and be few enough in number to permit statistically meaningful utilization analyses to be made.  The result was the establishment of the following 11 new affirmative action plan job groups for the University (3 for faculty and 8 for staff):
	Old Job Groups

	
	
	

	STAFF (20)
	
	FACULTY (18)

	101-University Executive Officers
	
	201-Library

	102-Acad&Stud Serv Admin
	
	202-Fine Arts (Art, Art Hist, MTD)

	103-Business/Public Relations Admin
	
	203-Bilogical Sci/Eye Res Inst.

	301-Instruct & Acad Professionals
	
	204-Chemistry

	302-Student Service Professionals
	
	205-Letters (Rhet, Comm, Jour, Eng & Ling)

	303-Business Professionals
	
	206-History

	304-P.R., Media, Art Professionals
	
	207-Foreign Languages

	305-Health & Lab Professionals
	
	208-Mathematical Sciences

	306-Engineers & Architects
	
	209-Philosophy

	307-Computer Professionals
	
	210-Physics

	308-Athl/Fitness/Recreational Profes
	
	211-Political Science

	309-Public Safety
	
	212-Psychology

	401-Secretarial
	
	213-Sociology& Anthropology

	402-General Clerical Staff
	
	214-SEHS

	403-Accounting, Other Spec. Clerks
	
	215-SECS

	404-Library and Related Clerks
	
	216-SBA

	501-Health & Related Technicians
	
	217-SN

	502-Computer Related Technicians
	
	218-SHS

	601-Skilled Trades, Gen Foreman
	
	

	702-Custodial, Grounds Wrk/Supervisor
	
	

	
	
	

	New Job Groups

	
	
	

	STAFF (8)
	
	FACULTY (3)

	001-Executives
	
	A-Assistant

	002-Managers
	
	B-Associate

	003-Professionals
	
	C-Full

	004-Student Services
	
	

	005-Technicians
	
	

	006-Administrative Assistants
	
	

	007-Custodial, Grounds Wrk/Supervisor
	
	

	008-Skilled Trades, Gen Foreman
	
	


Notable is that the new faculty job groups now reflect the stages of the promotion and tenure process.

Also important is that UDC has created electronic programs that will refresh all data annually, effectively auditing the affirmative action plan job groups and making any necessary adjustments continuously.

Using the new University job groups, UDC conducted the utilization analyses, that is, whether or not a job group is “utilized” or a placement “goal” must be set based upon a comparison of the University’s actual work force with the theoretically “available” work force derived from the U.S. government census and NORC data.  

Faculty Utilization Analysis

The result of the faculty utilization analysis is as follows:

	Chart No. 1
Oakland University 2004/2005 Workforce
Job Group Availability - Faculty
Period Ending - 9/30/2005


	Job Groups 1
	OU Full-Time Workforce 2
	Utilization Based on Availability
	Full Utilization( + / - )

	
	Total
	Avg Yrs

Service
	Women
	Black
	Other 3 Minority
	Women
	Black
	Other Minority
	Women
	Black
	Other Minority

	A
	Assistant 6
	153
	3.4
	79
	13
	23
	
	
	
	10
	6
	9

	B
	Associate 7
	174
	14.5 4
	72
	12
	28
	
	
	
	
	6
	12

	C
	Full 7
	118
	23.4 5
	25
	4
	23
	Underutilized
	
	
	24
	
	12

	Total
	445
	
	176
	29
	74
	2 of 3
	3 of 3
	3 of 3
	14
	12
	33

	1
A - Assistant Professors, Special Instructors without Job Security, Full-Time Adjuncts, and Associate Professors without Tenure.


B - Associate Professors with Tenure, Special Instructors with Job Security, and Assistant Professors with Tenure in the Library.


C - Full Professors.

2 
Only Full-Time employees are considered for Federal EEO reporting purposes.

3
Other Minority = American Indian/Alaskan Native, Hispanic, and Asian (Origins of the Far East, Southeast Asia, Indian Subcontinent or the Pacific Islands.)

4
Associate professors - 25 + years seniority = 6


Associate professors - 30 + years seniority = 17


 = 23 Total or 13%

5
Full professors - 25 + years seniority = 22


Full professors - 30 + years seniority = 33


 = 55 Total or 47%

6
Based on 5 Year Availability Statistics.

7
Based on 15 Year Availability Statistics.



	Chart No. 2
Oakland University 2004/2005 Workforce
Job Group Availability - Faculty
Period Ending - 9/30/2005


	Job Groups 1 
	New Hiring Opportunities
	Terminations
	Retirements
	Net Hires/Terminations

	
	Total
	Women
	Black
	Other Minority
	Total
	Women
	Black
	Other Minority
	Total
	Women
	Black
	Other Minority
	Total
	Women
	Black
	Other Minority

	A
	Assistant
	27
	10
	1
	8
	8
	4
	1
	3
	
	
	
	
	19
	6
	
	5

	B
	Associate
	
	
	
	
	5
	2
	
	1
	1
	
	
	
	6
	2
	
	1

	C
	Full
	
	
	
	
	1
	1
	
	
	7
	2
	
	
	8
	3
	
	

	Total
	27
	10
	1
	8
	14
	7
	1
	4
	8
	2
	
	
	5
	1
	
	4

	1
A - Assistant Professors, Special Instructors without Job Security, Full-Time Adjuncts, and Associate Professors without Tenure.


B - Associate Professors with Tenure, Special Instructors with Job Security, and Assistant Professors with Tenure in the Library.


C - Full Professors.




	Chart No. 3
Oakland University 2004/2005 Workforce
Job Group Availability - Faculty
Period Ending - 9/30/2005


	Job Groups 1
	Promotions 2

	
	Total 
	Women
	Black
	Other Minority

	A
	Assistant
	3
	1
	2
	

	B
	Associate
	12
	8
	
	3

	C
	Full
	3
	1
	
	1

	Total
	18
	10
	2
	4

	1
A - Assistant Professors, Special Instructors without Job Security, Full-Time Adjuncts, and Associate Professors without Tenure.


B - Associate Professors with Tenure, Special Instructors with Job Security, and Assistant Professors with Tenure in the Library.


C - Full Professors.

2
Governed by the Collective Bargaining Agreement with the AAUP.



Faculty Utilization Summary and Conclusion
Overall, Charts 1, 2 and 3 show that the University’s efforts to recruit, hire, promote and retain women and minority faculty has been very successful.  The only exception is women at the Full Professor level.  That undoubtedly is a historical vestige, but, as the current women and minority Assistant and Associate Professors progress through the promotion and tenure process, it is expected that women will eventually become fully utilized at the Full Professor level. 

Staff Utilization Analysis

The result of the staff utilization analysis is as follows:

	Chart No. 4
Oakland University 2004/2005 Workforce
Job Group Availability - Staff

Period Ending - 9/30/2005


	Job Groups
	OU Full-Time Workforce 1
	Utilization Based on Availability
	Full Utilization( + / - )

	
	Total 2
	Women
	Black
	Other 3 Minority
	Women
	Black
	Other Minority
	Women
	Black
	Other Minority

	001
	Executives
	27 4
	12
	2
	2
	
	
	
	2
	
	1

	002
	Managers
	87
	58
	10
	3
	
	
	Underutilized
	17
	3
	8

	003
	Professionals
	117
	64
	14
	4
	Underutilized
	
	Underutilized
	3
	2
	9

	004
	Student Services
	81
	62
	15
	4
	5
	
	Underutilized
	13
	5
	3

	005
	Technicians
	71
	29
	3
	14
	
	Underutilized
	
	7
	2
	3

	006
	Administrative Assistants
	267
	251
	35
	13
	
	Underutilized
	
	49
	19
	

	007
	Custodial, Grounds, Service Wrk/Supervisor
	96
	38
	32
	13
	
	
	
	5
	3
	5

	008
	Skilled Trades, Gen Foreman
	38 4
	
	
	
	
	
	
	1
	4
	2

	Total
	784
	514
	111
	53
	5 of 6
	4 of 6
	3 of 6
	89
	12
	15

	1
Only Full-Time employees and permanent Part-Time are considered for Federal EEO reporting purposes.

2 
Job groups must have sufficient size to be statistically meaningful and to correlate to accessible availability statistics.  
A common standard is a minimum of 50 employees; therefore, we have defined materiality to be 50 employees.

3
Other Minority = American Indian/Alaskan Native, Hispanic, and Asian (Origins of the Far East, Southeast Asia, Indian Subcontinent or the Pacific Islands.)

4
Job group is not statistically meaningful.

5
Progressed.  But for the 15 female hires during this period, the job group would have been underutilized.




	Chart No. 5
Oakland University 2004/2005 Workforce
Job Group Availability - Staff

Period Ending - 9/30/2005


	Job Groups
	New Hiring Opportunities
	Terminations
	Retirements
	Net Hires/Terminations

	
	Total
	Women
	Black
	Other Minority
	Total
	Women
	Black
	Other Minority
	Total
	Women
	Black
	Other Minority
	Total
	Women
	Black
	Other Minority

	001
	Executives
	2
	
	
	
	
	
	
	
	
	
	
	
	2
	
	
	

	002
	Managers
	5
	3
	
	
	10
	7
	3
	
	1
	
	
	
	6
	4
	3
	

	003
	Professionals
	20
	12
	
	2
	14
	8
	
	1
	
	
	
	
	6
	4
	
	1

	004
	Student Services
	19
	15
	4
	2
	15
	11
	5
	1
	
	
	
	
	4
	4
	1
	1

	005
	Technicians
	11
	4
	
	1
	5
	3
	
	3
	1
	
	
	
	5
	1
	
	2

	006
	Administrative Assistants
	16
	16
	2
	
	18
	18
	3
	1
	3
	3
	1
	
	5
	5
	2
	1

	007
	Custodial, Grounds, Service Wrk/Supervisor
	6
	
	2
	1
	8
	2
	
	
	4
	3
	1
	1
	6
	5
	1
	

	008
	Skilled Trades, Gen Foreman
	1
	
	
	
	1
	
	
	
	1
	
	
	
	1
	
	
	

	Total
	80
	50
	8
	6
	71
	49
	11
	6
	10
	6
	2
	1
	1
	5
	5
	1


	Chart No. 6
Oakland University 2004/2005 Workforce
Job Group Availability - Staff

Period Ending - 9/30/2005


	Job Groups
	Promotions

	
	Total 
	Women
	Black
	Other Minority

	001
	Executives
	2
	
	
	

	002
	Managers
	1
	1
	
	

	003
	Professionals
	5
	2
	2
	

	004
	Student Services
	8
	6
	1
	

	005
	Technicians
	3
	
	
	

	006
	Administrative Assistants
	8
	8
	4
	

	007
	Custodial, Grounds, Service Wrk/Supervisor
	
	
	
	

	008
	Skilled Trades, Gen Foreman
	
	
	
	

	Total
	27
	17
	7
	


Staff Utilization Summary and Conclusion
Overall, Charts 4, 5 and 6 show that the University’s efforts to recruit, hire, promote and retain women staff has been exceptional, and the University’s effort with regard to minorities has generally been successful, although more work is needed to recruit blacks and other minorities into specific job groups (black administrative assistants and technicians and other minority managers, professionals and student services personnel).  Although the net hires/terminations has resulted in an overall reduction of women and minorities during this cycle, exit interviews do not indicate that those individuals are leaving the University because of diversity concerns, but rather, for personal reasons including other job opportunities.   

Diversity Initiatives
Recruitment

Given the foregoing faculty and staff utilization analyses, the University is continuing its current practices with regard to faculty, but has begun to focus more on those specific underutilized staff job groups by exploring new networking and recruiting opportunities to attract more qualified candidates to apply for those positions.  For example, the University has added the following sources to its already comprehensive list of advertising resources:

· Alumni Chapter of the National Society of Black Engineers;

· Black Alumni Chapter of the Oakland University Alumni Association;

· Chinese Association of Greater Detroit;

· Ann Arbor Taiwanese Association;

· Asian Pacific Chamber of Commerce;  

· Council of Asian Pacific Americans

· Michigan Indian Community;

· Network of Indian Professionals;

· Michigan Hispanic Chamber of Commerce;

· Hispanic Business Alliance;

An electronic job profile feature has also been added to the on-line application process.  That feature allows individuals who have applied for one position at the University to be automatically and electronically notified of other vacant positions that match the applicant’s educational qualifications, skill set or interest.  Approximately 1800 applicants have signed up for the feature (1200 women, 500 blacks and 125 other minorities).  To date, approximately 120 of those individuals have been notified of, and have applied for, other open positions, thereby keeping women and minorities in the job pools. 

Accountability

Specific metrics were implemented in the performance appraisal process of all University Executives and Deans.  Those metrics examine: (1) the overall representation of women and minorities in their respective areas; (2) progress toward reaching the University’s affirmative action utilization goals (including examining hiring, promotion and retention rates); (3) formulation of a diversity plan for their respective areas based on the University’s affirmative action utilization goals; and, (4) participation in diversity-related programs.
Provost Virinder Moudgil also requires all faculty departments to formulate a diversity statement with their position request.  Those statements reflect each department’s commitment to follow best practices in recruiting women and minorities.  Indeed, the School of Engineering and Computer Science was recognized by the American Society for Engineering Education in Prism magazine for their high percentage of women engineering faculty members.  Oakland University is ranked 19th nationally, and no other Michigan school was listed.
Other Diversity Initiatives

In addition, during this cycle:

· The University’s Welcoming Committee hosted the second Meet and Mingle Welcome Reception.  The reception is open to all employees but designed to introduce newly hired women and minority employees to other women and minorities on campus to foster mentoring relationships.  Approximately 106 faculty and staff attended.
· The Women’s Employee Resource Group held a Cinco de Mayo luncheon that was attended by more than 200 faculty and staff.  
· The Lesbian, Gay, Bisexual, and Transgender Employee Resource Group (LGBT) hosted Love Makes a Family, a nationally recognized traveling photo exhibit that includes photographs and interviews with families that have LGBT members.
· The Presidential Diversity Award (PDA) recognizes one faculty and one staff member who promote diversity on campus.  Each recipient is awarded $500 and receives a celebratory reception in his/her department.  This year’s PDA recipients are Dr. Vincent Khapoya and Petra Knoche.
· UDC hosted Faculty Diversity Training presented by Dr. Cordell Black, Associate Provost for Equity and Diversity at the University of Maryland.  The University of Maryland is a flagship institution for diversity, largely due to the vast number of diversity initiatives it offers.  The session was attended by Vice Presidents, Deans, and several other managers.

· UDC attended the King Chavez Park Job Fair in Detroit, which caters to “newly minted” minority master’s level and PhD candidates in an effort to recruit qualified minority applicants. 

· In consultation with Valassis Corporation, UDC attended the Atlanta University Center Consortium Career Day in an effort to recruit qualified black applicants.  The Career Day was jointly hosted by several of the area’s historically black universities, Clark Atlanta University, Morehouse College and Spelman College.  The job fair attracted both undergraduate and graduate students, many of whom are from the Detroit metropolitan area.

· UDC attended the Univision Diversity Job Fair in an effort to recruit qualified Hispanic/Latino applicants.

Conclusion
The University continues to progress toward achievement of all of its affirmative action goals, and UDC will continuously search for and implement those strategies that can enhance the overall diversity of the University. 
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