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1.
Division/Department:  President
2.  
Introduction:  University Diversity & Compliance reports to the Board of Trustees annually on the University’s progress toward diversity and its Affirmative Action Plan.

3. 
Previous Board Action:  The Board of Trustees approved the Affirmative Action Policy on May 10, 1989 and amended it on June 8, 1995 and June 4, 1998.

4. 
Budget Implications:  None
5.
Educational Implications:  The University recognizes that a diverse work force enhances the University’s ability to provide comprehensive education to students and prepares them to be effective contributors and leaders in tomorrow’s workplace and society.
6.
Personnel Implications:  The University’s efforts to recruit, hire, promote and retain women and minority faculty and staff has been very successful.  
7.
University Reviews/Approvals:  The Annual Diversity and Affirmative Action Plan is reviewed by the Vice Presidents and President of the University.

8.
Recommendations:  None

9.
Attachments:    A. 2008 Annual Diversity and Affirmative Action Plan Report

Submitted to the President

on ____________, 2008 by

_____________________________

Joi M. Cunningham, Director

University Diversity & Compliance

Recommended on ____________, 2008

to the Board for approval by

________________________________

Gary D. Russi

President

Attachment A
2008 ANNUAL DIVERSITY AND AFFIRMATIVE ACTION PLAN REPORT 

Vision and Strategy

The Oakland University Board of Trustees (“Board”) has made a 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.  Oakland University (“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 both genders and all racial and ethnic groups.  
Consistent with federal mandates and guidelines, 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 of persons with the requisite skills within the reasonable employee recruiting areas of the University.
Summary

The following analysis is for the relevant period for the affirmative action plan, October 1, 2006 through September 30, 2007.
There are three (3) job groups for faculty that track the collectively bargained tenure review process.  There are eight (8) job groups for staff.  
The University’s efforts to recruit, hire, promote and retain women and minority faculty and staff has been very successful, yet more work is needed within specific staff job groups to recruit women and minorities.  The University continues to focus its recruitment efforts on attracting qualified diverse applicants for underutilized faculty and staff positions.
Diversity Initiatives
The University continues to employ its current successful practices, but routinely explores new networking and recruiting opportunities to attract qualified applicants for underutilized faculty and staff job groups. The Director of University Diversity and Compliance (“UDC”) independently selects the recruitment sites in tandem with the job posting.   Examples of where, the University networks and/or advertises include:

· Alumni Chapter of the National Society of Black Engineers
· Asian Pacific Chamber of Commerce

· Black Data Professional Association
· Chinese Association of Greater Detroit
· Diverse Issues in Higher Education

· Hispanic Business Alliance

· Michigan Chronicle

· Michigan Hispanic Chamber of Commerce

· Michigan Indian Community

A further example with excellent results is the University’s campaign with Google wherein every user who types in the words “diversity and workplace”, “career with diversity” and “diversity” automatically sees a reference to Oakland University.  To date there have been approximately 500 hits on the site.  In fact, several applicants have listed Google as the recruitment tool used to find the position for which they applied.  This tool lends itself to effective recruiting for both faculty and staff positions. 

All diversity initiatives are centered on recruiting or retaining diverse employees.  

Initiatives Directed at Recruiting Diverse Employees 

· UDC attended several job fairs and networking events to recruit qualified diverse applicants for underutilized job groups, including the following:

· Asian Pacific Chamber of Commerce;

· Latina publication Job Fair;

· Michigan Hispanic Chamber of Commerce;

· Oakland County Employment Diversity Council Job Fair;
· Univision Diversity Job Fairs
UDC also attended job fairs and networking events at Lawrence Technological University, as it has a number of black students in science related fields.
· UDC consulted with local universities, including Wayne State University, the University of Michigan, and Northern Illinois University which is a Latino serving institution (defined as having 25% or more full-time undergraduate Hispanic students) regarding recruitment of qualified applicants for staff positions.

· UDC consulted with executives at Kelly Services, General Motors and an information technology recruiting firm to learn strategies regarding recruitment of blacks in technology areas.

· UDC is actively pursuing grant funding for a visiting professor program that seeks to introduce students to diverse viewpoints and experiences.

· UDC strongly encourages hiring managers to solicit qualified underrepresented applicants through their professional organizations and networks.
Initiatives Directed at Retaining Diverse Employees
· The University’s Welcoming Committee hosted its third Meet and Mingle Welcome Reception, the largest one to date with approximately 250 attendees.  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.  Based on a survey of past participants, a majority reported maintaining contact with employees they met at the reception, which may lead to mentoring relationships. 

· The Women’s Employee Resource Group (WERG) held its third Cinco de Mayo Luncheon, which had more than 150 faculty and staff in attendance, and hosted various speeches, including “Women and Equality in the Workplace.”  
· The Lesbian, Gay, Bisexual, Transgender and Ally (LGBTA) Employee Resource Group assisted in founding the Gaylor Collection housed at Kresge Library that consists of almost 3,000 literary works focusing on gay, lesbian, bi-sexual, or transgendered individuals or lifestyles. The LGBTA Employee Resource Group also held roundtable discussions on issues affecting the LGBTA community and participated in World Aids Day. 

· The Presidential Diversity Award (PDA) recognizes employees who promote diversity on campus.  The recipient is awarded $500 and receives a celebratory reception in his/her department.  This year’s PDA recipient is Dr. Chaunda Scott.  Dr. Scott is founder of the Diverse Voices Conference, an initiative that brings together students from neighboring Michigan universities to speak on the importance of valuing all aspects of human diversity. Diverse Voices recently celebrated its tenth anniversary.
· UDC hosted Diversity Table Talk, at which Carl Camden, President and Chief Executive Officer of Kelly Services, made a compelling speech regarding diversity entitled “Moving Beyond the Numbers.” Senior administrators including vice presidents,  deans, associate deans and managers attended the program.

Faculty Analysis

	Chart No. 1
Faculty Utilization Analysis
Period Ending - 9/30/2007


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

	
	Total
	Avg Yrs

Service
	Women
	Black
	Other 2 Minority
	Women
	Black
	Other Minority
	Women
	Black
	Other Minority

	A
	Assistant 3
	165
	2.4
	83
	7
	35
	
	
	
	6
	
	12

	B
	Associate 4
	198
	14.7 5
	92
	19
	31
	
	
	Underutilized
	
	5
	2

	C
	Full 
	120
	22.7 6
	25
	4
	23
	Underutilized
	Underutilized
	
	26
	7
	7

	Total
	483
	
	200
	30
	89
	2 of 3
	2 of 3
	2 of 3
	20
	2
	17

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

3
Based on 5 Year Availability Statistics
4
Based on 15 Year Availability Statistics

5     14% of Associate Professors have more than 25 years seniority
6     38% of Full Professors have more than 25 years seniority 



Faculty Analysis (cont.)
	Chart No. 2
Faculty Retention
Period Ending - 9/30/2007


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

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

	A
	Assistant
	36
	24
	1
	8
	6
	4
	
	
	
	
	
	
	30
	20
	1
	8

	B
	Associate
	3
	3
	
	
	1
	1
	
	
	4
	
	
	
	2
	2
	
	

	C
	Full
	
	
	
	
	
	
	
	
	7
	2
	
	2
	7
	2
	
	2

	Total
	39
	27
	1
	8
	  7
	5
	
	
	11
	2
	
	2
	21
	20
	1
	6

	 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
Faculty Promotions
Period Ending - 9/30/2007


	Job Groups 1
	Promotions 2

	
	Total 
	Women
	Black
	Other Minority

	A
	Assistant
	1
	1
	
	

	B
	Associate
	20
	12
	2
	3

	C
	Full
	8
	2
	
	2

	Total
	29
	15
	2
	5

	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


Staff Analysis

	Chart No. 4
Staff Utilization Analysis
Period Ending - 9/30/2007


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

	
	Total 1
	Women
	Black
	Other 2 Minority
	Women
	Black
	Other Minority
	Women
	Black
	Other Minority

	001
	Executives
	 29 3
	13
	2
	4
	
	
	
	6
	
	3

	002
	Managers
	83
	55
	12
	1
	
	
	Underutilized
	13
	4
	8

	003
	Professionals
	145
	84
	16
	9
	Underutilized
	
	Underutilized
	5
	
	6

	004
	Student Services
	99
	70
	16
	8
	
	
	
	5
	4
	1

	005
	Technicians
	77
	31
	5
	16
	
	Underutilized
	
	9
	1
	5

	006
	Administrative Assistants
	288
	271
	39
	14
	
	Underutilized
	
	18
	18
	

	007
	Custodial, Grounds, Service Wrk/Supervisor
	100
	37
	31
	16
	
	
	
	1
	
	9

	008
	Skilled Trades, Gen Foreman
	42 4
	
	2
	
	Underutilized
	Underutilized
	Underutilized
	2
	3
	3

	Total
	863
	561
	123
	68
	5 of 6
	4 of 6
	4 of 6
	45
	14
	1

	1 
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, Oakland defines materiality to be 50 employees

2
Other Minority = American Indian/Alaskan Native, Hispanic, and Asian (Origins of the Far East, Southeast Asia, Indian Subcontinent or the Pacific Islands.)

3
Job group is not statistically meaningful
4
Job group is not statistically meaningful




Staff Analysis (cont.)
	Chart No. 5
Staff Retention
Period Ending - 9/30/2007


	Job Groups
	New Hiring Opportunities
	Resignations
	Retirements
	Net Hires/Resignations

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

	001
	Executives
	1
	
	
	1
	2
	2
	
	
	1
	
	
	
	2
	2
	
	1

	002
	Managers
	10
	7
	4
	
	12
	7
	2
	
	
	
	
	
	2
	
	2
	

	003
	Professionals
	25
	9
	2
	1
	19
	8
	3
	
	
	
	
	
	6
	1
	1
	1

	004
	Student Services
	19
	12
	4
	5
	8
	7
	3
	
	1
	
	
	
	10
	5
	1
	5

	005
	Technicians
	10
	4
	
	3
	5
	1
	
	1
	
	
	
	
	5
	3
	
	2

	006
	Administrative Assistants
	25
	22
	3
	1
	16
	15
	2
	1
	2
	2
	
	
	  7 
	5
	1
	

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

	008
	Skilled Trades, Gen Foreman
	2
	
	
	
	1
	
	1
	
	
	
	
	
	1
	
	1
	

	Total
	98
	56
	13
	14
	66
	43
	13
	2
	4
	2
	
	
	28
	11
	0
	12


	Chart No. 6
Staff Promotions
Period Ending - 9/30/2007


	Job Groups
	Promotions

	
	Total 
	Women
	Black
	Other Minority

	001
	Executives
	3
	1
	
	

	002
	Managers
	3
	3
	1
	1

	003
	Professionals
	7
	3
	1
	1

	004
	Student Services
	5
	5
	1
	1

	005
	Technicians
	4
	3
	
	2

	006
	Administrative Assistants
	16
	15
	4
	2

	007
	Custodial, Grounds, Service Wrk/Supervisor
	
	
	
	

	008
	Skilled Trades, Gen Foreman
	1
	
	
	

	Total
	39
	30
	7
	7


Faculty and Staff Utilization Summary and Conclusion
· As seen in charts 1 through 3, significant progress has been made in the University’s efforts to recruit, hire, promote and retain women and minority faculty, especially at the Assistant Professorship rank.  It is expected that “other minorities” will advance into the Associate Professorship rank and women and blacks into the Full Professorship rank, as they move up the collectively bargained tenure and promotion process. Tenure is generally awarded at the Associate Level and promotion to the rank of Full Professor is discretionary.  
· As seen in charts 4 through 6, the University’s recruitment and retention of women staff has also been very successful, however the University recognizes that more work is needed to recruit women and minorities into specific staff job groups.  
· Exit interviews indicate that when individuals leave the University, it is primarily for personal reasons and not diversity concerns.  Typical reasons for resignations are other job opportunities, retirement, relocation by a spouse, and family obligations.   

Conclusion

Overall, the University has experienced steady improvements in its efforts to recruit, hire, promote and retain woman and minority faculty and staff.  The Office of UDC continues to monitor progress toward meeting diversity goals and to identify and adopt strategies that enhance the overall diversity of the University.
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