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University of Oregon 
Strategic Diversity Action Plan 

For the College of Education 
 

 This Strategic Diversity Action Plan (SAP) is the result of three years of work 
(2004-07), during which the College of Education (COE) received intense, external 
review and criticism regarding diversity issues. As a result of this close inspection, over 
the past three years, the COE has engaged in a comprehensive process of internal 
examination and change—including significant administrative, organizational, 
curricular, and cultural changes—to address the challenges and opportunities offered by 
addressing those diversity issues.   
 
 One of the major outcomes of that recent work is the COE’s Diversity Report 

(adopted February, 3, 2006). That Report was developed, refined, and finalized through 
input, discussion, and regular guidance from (a) two nationally recognized, outside 
consultants, (b) undergraduate and graduate students from COE, (c) community 
members (including teachers, school administrators, advocates), and (d) the entire 
administrative staff of the College (Attachment A presents the members of that 
committee and the final version of the Report).  
 
 At the outset, we should note that the SAP is grounded in the Report, coupled 

with a developing College-wide evaluation system. The system includes (a) quantitative 
surveys of graduating students and graduated former students, (b) data from extant 
databases, and (c) qualitative input from students, community members, faculty, and 
staff. These data sources provided the foundation for planning the diversity-related work 
that we as a College have undertaken during the 2006-07 school year. As we will 
discuss in this SAP, we will use a similar process in planning our diversity-related 
activities for the 2007-08 school year.        
 
 This document first offers a description of the COE and its structural composition. 

The complicated nature of the College must be understood as a precursor to our 
discussion of diversity. The latter sections of the SAP focus on diversity activities and 
plans.  
        
 
I. Description of the Units Mission/Guiding Principals 
 

 The mission of the COE is to “make educational and social systems work for all.” 
Specifically, the goal of the COE is to (a) train educators and social service providers, 
and (b) conduct research and scholarship relative to contemporary issues facing the 
educational and social service systems. This mission carries unique implications for the 
COE as the “laboratory” in which we work (i.e., the focus of our instructional programs 
and research) are the public school systems and various social service systems (e.g., 
juvenile corrections, child welfare, and mental health) that exist in our society.  
 

Strategic Diversity Action Plan ~ College of Education (May 2007) 
 

- 1 -



 Relative to this mission, we as a College worked to develop and adopt the 
following diversity vision statement.  
 

The College of Education will be an inclusive community where students, faculty, 
and staff of all backgrounds are provided a welcoming and safe environment 
(a) in which to engage in their instructional, administrative, research, and 

scholarship activities and   
(b) have active, serious, and respectful discussions associated with the 

opportunities and challenges of diversity.  
Through open exchanges of ideas, the College will provide its students with the 
skills, knowledge, and understanding needed to educate and support children, 
youth, adults, and families representing all of society.  
 

 The COE’s instructional and research and scholarship mission is fully consistent 
of the UO’s mission to “develop and disseminate knowledge.” Our unique association 
with the public school and social service systems also is consistent with the University’s 
stated goals of providing the highest quality educational experience to students, seeking 
international experiences for students and faculty, expanding the diversity of our 
students and faculty, and engaging the community in which the University is based to 
the maximum extent possible.   
  
 Specific to our instructional programs, many of our students will enter the 
teaching or related services fields (e.g., school psychology, speech pathology); thus, to 
become prepared to succeed in these careers, it is incumbent that they receive structured 
experiences in schools and agencies as the basis of their professional training. Specific 
to our research and scholarship programs, we must work closely with those systems, 
the professionals in those systems, and the children, youth, and families using the 
systems. As the leading research college of education in the state and nation, and as the 
second largest trainer of teachers and administrators in the state, it is then imperative 
that we are responsive to the needs of the educational and social service systems—needs 
which are dictated by the children, youth, and families served by those systems. Indeed, 
comments from various professional and alumni organizations stress that as a college of 
education we must train our students to teach and work effectively with diverse learners 
in settings in which there will be children and youth with a broad array of learning, 
cultural, and linguistic characteristics.   
 
 In this regard, it is important to recognize that the cultural and ethnic 
demographics of the local, state, and national educational and social systems have 
changed dramatically in recent years. Currently, in Oregon, about 24% of the school-age 
population is from minority groups, compared to less than 10% just more than 15 years 
ago. In some parts of the state the representation of “minority” groups is such that those 
students actually are the “majority” group in their respective community and educational 
or social system. Further, the number of different cultural and ethnic groups has 
multiplied greatly, creating school and social service contexts with an array of different 
languages and cultures.  
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 There are, of course, other intrapersonal personal characteristics that can affect an 
individual’s success in learning and/or adjustment and that carry implications for the 
COE’s instructional and scholarship mission. Among these factors are disability (about 
11% of all students in the public schools receive special education services), 
socioeconomic status, and sexual orientation. Individuals with these characteristics also 
should be viewed as diverse and require special attention within the public education 
and social service systems. 
 
 A growing systemic factor with implications for the work of the College relates to 
internationalization. There is no question that our economy is becoming more diverse 
along with our population. Currently, 1 in 4 jobs in Oregon are tied to foreign businesses 
and it is likely that this proportion will increase in the coming years. This reality will 
dictate how our state and nation’s children and youth should be educated. That is, if 
children and youth are to become employed successfully in the near future, it is probable 
that they must be taught languages, cultures, and customs that are consistent with those 
of the businesses in which they will work and that will increasingly affect our society. It 
follows, that COE students—as future educators, social service providers, researchers, 
and academicians, who will teach, serve, and work with those young people—must also 
be trained to address these emerging needs.      
   
II. Organization Structure  
 

The COE is comprised of two major components: (a) an instructional program 
that prepares teachers and a wide variety of educators and support professionals to 
address the educational and social service needs of citizens in the country; and (b) an 
elaborate program of externally funded research projects that support COE instructional 
programs, and provide national and international leadership in the areas that are 
represented by the externally funded projects. Figure 1 shows the basic organization of 
the COE.  
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Description of the Academic Departments  
 

This section describes the four academic departments in the COE. It should be 
noted that in the 2006-07 school year, the COE established the Community Diversity 
Advisory Board, which interacts directly with the Dean and the College’s Diversity 
Coordinator and has input on the academic programs. We discuss this committee later in 
this document.   

 
Educational Leadership. The Educational Leadership department offers programs 

in Initial and Continuing Administrative Licensure, both on campus as well as through 
distance education in its metro program for educational leaders in the Portland area. 
Additionally, the Educational Leadership department is affiliated with several key 
research and development centers that have successfully developed and sustained 
externally funded projects on large scale assessment systems, preparation for post-school 
education, progress monitoring in public schools, and assessment modifications in public 
schools. 
 

Counseling Psychology and Human Services:  The Counseling Psychology and 
Human Services (CPHS) department includes nationally recognized and vital academic 
programs at the bachelor's, master's, and doctoral level that prepare individuals to provide 
counseling, therapy, and social services to individuals, families, and communities.  All 
three academic programs have statements about their diversity commitments in their 
student handbooks, which provide advance notice to entering students about the 
program's commitments and expectations about diversity. The curriculum includes 
diversity-focused coursework in all three academic programs as well as the infusion of 
diversity topics into all courses offered in the department.    

 
Faculty research and scholarship address diversity topics. Several members of the 

CPHS faculty are working regularly in other countries (i.e., Ukraine, Chile, Cambodia, 
China) to develop collaborative research and service projects with human services, 
counseling, and therapy training programs.  A strong component of the education and 
training associated with the bachelor's degree in the Family and Human Services program 
includes field placements in over 100 different agencies in our community during 
students' junior and senior years in the program.  Students have an opportunity to work 
with clients and families from a wide diversity of backgrounds.   

 
Similarly, the Marriage and Family Therapy (MFT) program provides training 

opportunities for its master's students in the Center for Family Therapy, which provides 
over 4, 000 therapy contact hours on a sliding-scale fee basis for members of our local 
community.  The Center does broad outreach to advertise its affordable therapy services 
to diverse populations in our community.  The MFT program is currently working with 
the Beijing Normal University to extend its training model to China. The Counseling 
Psychology program offers doctoral practicum training at the Center, a center dedicated 
to understanding and promoting mental health and resilience in families from all cultural 
backgrounds. 
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Teacher Education. Teacher Education faculty has developed an innovative 
curriculum to support the development of teachers for Oregon’s schools who are 
competent pedagogically and culturally to serve the needs of Oregon’s increasingly 
diverse student population.  This curriculum emphasizes strong preparation in subject 
matter content areas, with a special emphasis on areas of high need in Oregon—currently 
mathematics and science education.  It also makes a commitment to serving Oregon’s 
increasingly linguistically diverse student population by imbedding an ESOL 
Endorsement in its certification program.  This new curriculum improves on what 
preceded it by increasing the disciplinary diversity of its course offerings. From the 
undergraduate to the Ph.D. level, students will receive a genuinely interdisciplinary 
education that examines the psychological, social, cultural, and ideological foundations 
of teaching and schooling. 

 
Teacher Education faculty has successfully secured external funding to study 

innovative professional development for mathematics and science teachers. Also, 
Teacher Education faculty members, in partnership with nine federally recognized tribes 
from the state of Oregon, have developed the Sapsik’walá Project, aimed at increasing the 
number of Native teachers and teachers to work with Native students.  
 

Special Education and Clinical Sciences. The Department of Special Education 
and Clinical Sciences includes the Communication Disorders and Sciences, School 
Psychology, and Special Education majors. Each of these majors has doctoral and 
masters programs, and CDS also includes an undergraduate major. The Special Education 
graduate programs have long been nationally acclaimed, including a number 3 ranking in 
the 2007 U.S. News and World Report ratings of graduate programs, making it the 
highest nationally ranked graduate program at UO, and possibly within the Oregon 
University System. The programs within the department are known for cutting-edge 
research and innovation that has a strong applied focus, especially for children and youth 
with disabilities, or who are considered to be disadvantaged or at-risk for negative 
outcomes. Many of the research and outreach efforts of the department are making a 
strong positive impact in school settings that serve students with diverse backgrounds, 
both nationally and internationally. 
 
Description of the Research and Outreach Units 
 

In the 2006-07 school year, the COE accounted for $42 million dollars in external 
funds. In a very real sense these units operate as independent businesses, responding to 
opportunities for specific products or work and/or developing expertise in particular areas 
that promote success in funding. The funding priorities and resource availability are 
dictated by agencies outside of the College and University. A reality, then, is that the (a) 
vast majority of the faculty and staff in these units are not tenure-track faculty, (b) those 
faculty are dependent upon success in extramural funding to maintain their employment 
at the university, and (c) the work conducted by these different units is dictated by their 
respective funding agreements. 
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Figure 2 presents the Research and Outreach structure of the COE. Brief 
summaries of those Research and Outreach units are provided below.   

 
COE Research. UO College of Education is home to an alliance of nationally 

prominent centers, institutes, and affiliated research and outreach units. The following 
research units foster fundamental and applied research. Faculty members integrate their 
research findings and scholarship into the college's curriculum. An emphasis on 
evidence-based practice creates practicum and field based learning opportunities and 
practice sites for students and school/community partners. 
   

Behavioral Research and Teaching (BRT). BRT combines applied behavior 
analysis with effective measurement and teaching practices to develop, study, and 
disseminate empirically based educational programs for students who are at risk of failure 
in school and in the community. Research and professional development activities and 
projects focus on (a) academic assessment from teacher-driven classroom practices to 
large-scale state accountability systems; (b) educating students with learning disabilities; 
(c) systems change and school reform; and (d) behavioral and instructional consultation. 
Opportunities for research and personnel preparation are available for graduate students. 
   

Center for Educational Policy Research (CEPR). CEPR, a team of researchers, 
graduate students, and administrative staff members, carries out state- and federal-level 
educational policy analysis. Staff members seek to help policymakers and policy 
implementers do a better job of using educational policy as a tool to improve schooling 
and student learning. The center's mission is to develop policy tools that help 
organizations understand complex issues, analyze trends, and nurture new policy ideas. 
   

Center on Human Development (CHD). The CHD is part of a national network of 
61 University Centers of Excellence (UCE) in Developmental Disabilities. The CHD's 
nine units support, assist, and empower people with disabilities and their families in ways 
that enhance their quality of life. Funds from the annual core grant are administered for 
these units to support the center's priorities: (a) the interdisciplinary training of 
professionals; (b) the development of exemplary services and proven models of 
intervention; (c) technical assistance and dissemination of best practices and knowledge 
about innovations; and (d) applied research and evaluation.   

 
Center on Teaching and Learning (CTL). The CTL conducts, translates, and 

disseminates research that offers solutions to problems faced by schools. Faculty 
members seek to advance understanding and use of evidence-based practices to prevent 
and intercept academic difficulties in school-aged children. One emphasis is the role of 
curriculum, instruction, and assessment in models of academic reform for schools. 
Research and outreach include school-based experimental research, model demonstration 
projects, and large-scale professional development and technical assistance. 
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Early Intervention Program (EIP). Faculty and staff members, training efforts, and 
products of the EIP have had a major impact on the field of early intervention, early 
childhood special education, and early childhood education. The program's goal is to 
expand and improve educational and therapeutic services for infants and young children 
who are at risk and disabled and for their families. Underlying this purpose is the 
assumption that improving and expanding services that help children and their families 
become independent and productive benefits not only the individual but society as a 
whole. 
   

Educational and Community Supports (ECS). Since it was established in 1972, 
ECS has focused on the development and implementation of practices that result in 
positive, durable, and scientifically substantiated change in the lives of individuals with 
disabilities and their families. Federal- and state-funded projects support research, 
teaching, dissemination, and technical assistance. Research groups affiliated with ECS 
address positive behavior support, inclusive schools, transition, and adult services. 
   

Institute on Violence and Destructive Behavior (IVDB). The mission of the IVDB 
is to help schools and social service agencies address violence and destructive behavior in 
schools and beyond their boundaries. The goal is to ensure safety and facilitate the 
academic achievement and healthy social development of children and youth. Faculty 
members conduct original research, provide staff training, disseminate knowledge and 
best practices, and integrate research findings into College of Education academic 
courses. They also consult with agencies concerned with public safety and youth violence 
prevention. The institute has developed evidence-based assessment tools and 
interventions to address factors associated with violence, school dropout, and 
delinquency. These tools are used by professionals in schools, mental health facilities, 
and correctional settings. The institute was approved as a center of excellence by the 
Oregon State Board of Higher Education in 1995 and receives support for its activities 
through competitively awarded federal grants.  
   

Secondary Special Education and Transition Programs (SSET). Research, model 
development, and outreach focus on practices to help transition-age youth develop 
knowledge and skills to succeed in their desired adult roles: meaningful employment, 
completion of postsecondary education or training programs, and living independently in 
the community. Federal- and state-funded projects support research, development, 
dissemination, evaluation, and technical assistance. Areas of interest include school-to-
work transition programs, self-determination, gender equity, alternative education, 
adjudicated youth, entry and success in postsecondary settings, standards-based reform, 
and contextual teaching and learning. 
 

Outreach Units. The college's outreach units provide schools and community 
agencies access to faculty research and expertise, and provide field-based opportunities 
for students to participate in the implementation and use of cutting-edge, scientific  
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research-based knowledge to improve the effectiveness of services, practices, and 
policies.  

 
Career Information System (CIS). The CIS is a self-supporting, fee-based 

consortium organization delivering comprehensive information about occupations and 
industries, postsecondary programs and schools, financial aid, and career exploration 
tools and planning systems. CIS staff provides training to professionals involved in career 
development state-wide.   

  
Early Childhood Coordination Agency for Referrals, Evaluations, and Services 

(EC CARES). EC CARES provides early intervention and early childhood special 
education services to eligible children in Lane County. These services may include a 
combination of specially designed instruction in community or specialized preschools, 
parent consultation and education, speech therapy, physical and occupational therapy, 
vision and hearing services, and consultation for autism or challenging behaviors.   

  
High School Equivalency Program (HEP). The HEP program at the University of 

Oregon is federally funded under the U.S. Department of Education, and designed to 
provide assistance to individuals from migrant or seasonal farm worker backgrounds in 
obtaining the General Educational Development (GED) certificate.   

  
IntoCareers (IC). This national system provides multimedia and Internet access to 

career information and software to help with resume writing and job search processes. IC 
products help to locate information about local labor market and state or regional training 
opportunities.   

  
Oregon Writing Project (OWP). In intensive OWP summer workshops, teachers 

learn new instruction strategies, improve their own writing, and develop ways to 
introduce new school-wide methods for writing instruction. This collaborative effort by 
Oregon schools, colleges, and private foundations aims to improve the teaching of 
writing and literacy at all grade levels throughout the state.   

  
Technical Assistance and Consulting Services (TACS). TACS provides technical 

assistance to State Education Agencies and Part C Lead Agencies. Specifically, the 
objective of TACS is to assist and support these agencies in systemic improvement of 
policies, procedures and practices, which will result in quality programs and services for 
children with disabilities and their families. TACS offers consultation, technical 
assistance, training, product development, and information services that provide state and 
local agencies access to current special education policy, technology, and best practices 
research. TACS includes three important programs: 

• Western Regional Resource Center (WRRC): Provides technical assistance to 
the Special Education Agencies and Part C Lead Agencies in Region 6 (Alaska, 
American Samoa, California, Commonwealth of the Northern Mariana Islands, 
Federated States of Micronesia, Guam, Hawaii, Idaho, Nevada, Oregon, 
Republic of the Marshall Islands, Republic of Palau, and Washington).  
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• National Post-School Outcomes Center (PSO): Supports states in collecting and 
using data on postsecondary education and employment status of youth with 
disabilities. 

• SIGnetwork (SIGnetwork): This state improvement grant and personnel 
development grant network is used to reform and improve early intervention, 
educational, and transitional services systems for children with disabilities. 
SIGnetwork addresses this reform through improving systems of professional 
development, technical assistance, and/or dissemination of knowledge about 
best practices.  

  
Youth Enrichment/Talented and Gifted (YE/TAG). YE/TAG programs and 

services provide challenging summer, Saturday, and after school learning experiences for 
children and youth to support, extend, and enhance their regular K-12 program.   

 
Faculty 
 
 Understanding the administrative and faculty structure and composition in the 
COE provides further understanding of the College and our diversity work. Our 
administrative structure is lean. The Dean is .7 FTE in the role, the Associate Dean for 
Curriculum and Academic Programs is .5 FTE, the Associate Dean for Research and 
Outreach is .1 FTE, and the Diversity Coordinator—a new position in COE—is .5 FTE.  
The four Department Heads each receive a two-course release (.33 FTE) for serving in 
their respective roles. In the 2007-08 school year, two of the Department Heads will be 
on sabbatical and two interim Department heads will assume those roles.  
 

Despite the growth in the research and outreach components of the COE over the 
years, this growth has not been paralleled within the instructional programs. Figure 3 
illustrates this imbalance, indicating that approximately three-quarters of all COE 
unclassified personnel currently are assigned to the research and outreach components of 
the College. 
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Figure 3
Proportion of Faculty in Instructional and 

Non-Instructional Programs FY06 
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Another way of examining this imbalance is to look at the proportion of tenure-track and 
non-tenure track faculty positions assigned to the College. This proportion is illustrated in 
Figure 4, which indicates the proportion of tenure-track FTE in comparison with only 
academic personnel who are involved in the instructional programs in the COE. Clearly, 
the majority of the instructional faculty are outside of the tenure-track and the proportion 
of instructional tenure-track faculty to non-tenure track instructional faculty and GTFs is 
small.  
 

Finally, Table 1 presents the distribution of tenure-track and non-tenure track 
, 2 

Table 1. Faculty Distributions Across Academic Departments 
 

Educational Counseling 
Psychology and 

Special 
Education 

Teacher 
Education 

Figure 4
FY06 Instructional FTE Composition

26%

36%

38%

Tenure-Related

Non Tenure-Related

GTF

 
faculty in the four academic departments for the 2006-07 school year. Of these faculty
are from minority ethnic or cultural groups.  
 

 
Leadership 

 Human 
Services 

Tenure-track  6 13 5 5 
Non-tenure-
Track  

2 6 9 1 

TOTAL 8 11 22 6 
  

In sum, these representations identify a major issue for the COE. We have few 
tenure-track or full-time non-tenure track faculty. We also rely upon too many adjunct 
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instruct

e COE typically will have a total enrollment of about 1,700 students.  For the 
2006-07 school year, our total enrollment is 1,745.  Tables 2, 3, and 4 demonstrate how 

ic Departments 

 
Leadership Psychology and Education 

er 
Education 

ors to fill instructional needs. This situation means that it is difficult to include 
entire instructional groups in planning and/or training endeavors. Also, we have far too 
few faculty from minority ethnic or cultural groups.  
 
Students 
 
 Th

the students are distributed across academic departments by educational status, 
residence, and ethnicity. These data were taken from extant databases maintained by the 
University, which are based on self-report data from students.  
 

Table 2.  Students Educational Status Across Academ
 

Educational Counseling Special Teach

Human 
Services 

Undergraduate 
Students 

 
0 

 
103 

 
543 

 
131 

Masters or 
Licensure 38
Students 

 
8 

 
48 

 
156 

 
179 

Doctoral 
Students 

84 81 30 0 

TOTAL 472 260 289 722 
 

Table 3.  Stud esidential S  Across Aca c Departmen

 
Leadership Psychology and Education 

her 
Education 

ents R tatus demi ts 
 

Educational Counseling Special Teac

Human 
Services 

Oregon 
Resident 

 
343 

 
217 

 
614 

 
168 

Out-of-State 85 84 59 98 
International 44 8 13 10 
TOTAL 472 260 289 722 
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The tables indicate the following:  

• 45% of all students are undergraduates,  
• 77% of all students are Oregon residents, and 
• 22% of all students self-identify as non-white. 

 
III. History of Diversity Efforts in the COE 
 
 There is a lengthy history of dissatisfaction with the COE regarding diversity 
issues. Various documents from the past 20 years expressing these concerns are 
available through the Office of the Dean for review. Those documents consistently 
identify a lack of (a) diversity among faculty, staff, and students and (b) attention to the 
skills and instruction necessary to teach students from diverse backgrounds in public 
school settings.  
 
 These concerns were exacerbated further when Measure 5, a state-wide budget 
cutting bill, was passed in a referendum vote in the early 1990s. To respond to these 
mandated budget reductions, the University chose to eliminate tenure-line positions in 
the COE which were occupied by non-tenured faculty. These actions cut almost half of 
the existing tenure lines from the College and resulted in the complete elimination of 
certain programs. Perhaps most damaging were the faculty cuts that occurred in Teacher 
Education and the elimination of programs that did train teachers to teach diverse 
learners effectively. Since Measure 5, a constant effort by the COE has been to rebuild 
itself through the new student-credit-hour budget model, which has not funded the 
College sufficiently. Consequently, academic departments have too few tenure-track 
positions and rely heavily upon non-tenure track and adjunct instructors.  
 
 To illustrate but one consequence of this rebuilding effort, Teacher Education was 
reconstituted in the mid-1990s to address the pressing need to educate the next 
generation of teachers and generate funds through increased student credit hours. 
Because of the lack of resources within the COE, this program developed largely 
without tenure-track faculty, which resulted in variable instructional quality.  
 
  During the late 1990s, two student groups were formed that deserve mention. The 
Ethnic Diversity Affairs Committee (EDAC), a “grass roots” organization for students  
from diverse backgrounds within the COE, was formed. In 2000 the COE funded a 
GTF to work with EDAC in scheduling meetings and, more importantly, conducting 
college-wide, and in some cases university- and community-wide, events on diversity. 
Another group, the Student Advisory Board, was formed to advise the COE, 
specifically the Dean and Associate Deans, on critical matters for students within the 
College.   
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In the years following 2000, the continuing dissatisfaction related to diversity 
issues within the COE came to a head. The remainder of this section summarizes the 
history of diversity within the COE for three years: 2004-05, 2005-06, and 2006-07, as 
these three years form the current diversity context for the College. 

 
2004-05 School Year 

 
  In the fall of 2004 various constituencies (i.e., students, university faculty, and 
community members) called for a meeting with University administrators regarding 
diversity issues within the COE and calling for immediate action (Attachment B 
presents a letter from that meeting). These concerns festered throughout the school 
year, boiling over in two public demonstrations (Attachment C presents a letter from 
the spring of that year). A consequence of these events was the large number of 
incidents reported to the Bias Response Team. Specifically, for the school year 20 such 
incidents were reported.  

 
  Both the College and the University initiated actions to address the situation. The 
COE hired Dr. Rich Biffle, a national consultant on organizational diversity issues, to 
work with the COE to identify critical problems and corresponding corrective actions. 
His work involved several committees and resulted in a list of potential short- and long-
term objectives and activities for the College to implement. At this same time, the COE 
formed the work group of faculty, staff, students, and community members that began 
the initial work on the COE Diversity Report (Attachment A presents a list of those 
individuals).  

 
  The University hired Dr. Carlos Cortes, a nationally recognized organizational 
diversity consultant, to review and analyze the situation within the COE. Dr. Cortes’ 
report from the spring of 2005 (see Attachment D) identifies a number of clear 
problems and suggests several corrective actions, such as hiring a College Diversity 
Coordinator and conducting college-wide training for faculty and staff.  

 
  As part of year-long efforts, three other events took place. First, at the end of the 
year, two new tenure-track faculty were hired in Teacher Education and one of the 
tenure-track faculty in the department was promoted and tenured.  

 
  Second, all syllabi included statements regarding contact information for the Bias 
Response Team and Ombudsmen. The syllabi were checked by office staff and then  
approved by each department head. This practice has been repeated yearly since that 
initial time.   

 
  Third, a Graduating Student Exit Survey was implemented just prior to spring 
term graduation and completed with the majority (n = 438, more than 80%) of the 
graduating students for the year. Figure 5 presents a summary of the 438 respondents to 
the survey by academic department and program.  
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  Figure 6 presents the questions asked on the survey form. In the figure, the items 
asked on the survey that required a response on a 4-point Likert scale, are placed 
together in conceptually and mathematically inter-related content areas, or sub-scales. 
Those results provide a broad-brush view of graduating students’ perspectives of their 
cumulative experience in the COE. The content sub-scales also map against the major 
areas comprising COE’s Continuous Improvement Plan and so have implications for 
program planning and improvement.  
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Figure 5 

SpecialSpecial
EducationEducation
N = 92 (21%)N = 92 (21%)

Educational Educational 
LeadershipLeadership

N = 40 (9%)N = 40 (9%)

TeacherTeacher
EducationEducation

N = 237 (54%)N = 237 (54%)

Participation Rates by Participation Rates by 
Department and ProgramDepartment and Program

N       %N       %

AdministrativeAdministrative
LicensureLicensure 39       9839       98

Policy, Policy, 
Management,Management,
OrganizationOrganization 1          21          2

Counseling andCounseling and
Human ServicesHuman Services

N = 47 (11%)N = 47 (11%)

N       %N       %

EducationalEducational
FoundationsFoundations 27       1127       11

GraduateGraduate
ElementaryElementary
Teaching      Teaching      42       1842       18

Middle / Middle / 
Secondary  Secondary  66       2866       28

ESOL       ESOL       14         614         6

ESOL /Bilingual   1       <1ESOL /Bilingual   1       <1

Integrated Integrated 
Teaching      Teaching      87       3787       37

N       %N       %

CommunicationsCommunications
Disorders andDisorders and
SciencesSciences 46      5046      50

Early Early 
InterventionIntervention 13      1413      14

Special Special 
EducationEducation 9      109      10

Early ChildhoodEarly Childhood
ElementaryElementary 14     1514     15

Middle /Middle /
SecondarySecondary
TransitionTransition 10     1110     11

N       %N       %

CounselingCounseling
PsychologyPsychology 1      21      2

Family andFamily and
Human Services    30     64Human Services    30     64

Marriage andMarriage and
Family TherapyFamily Therapy 16     3416     34

Notes. TwentyNotes. Twenty--two (5%) of those surveyed chose not to report area or program. two (5%) of those surveyed chose not to report area or program. NonNon--reporters were reporters were 
statistically more likely to be male.statistically more likely to be male.
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Figure 6 

Items by Content Items by Content SubSub--scalesscales (Reliabilities)(Reliabilities)
ScaleScale (Alpha)(Alpha)
DiversityDiversity (.91)(.91)

14.  How well do you think diversity issues addressed in your pr14.  How well do you think diversity issues addressed in your program?ogram?
15.  How safe was your program to discuss diversity issues?15.  How safe was your program to discuss diversity issues?
16.  How well were relevant examples to diversity used as teachi16.  How well were relevant examples to diversity used as teaching tools in your program?ng tools in your program?
17.  How well do you think the content of the classes in your pr17.  How well do you think the content of the classes in your program represent diverse perspectives?ogram represent diverse perspectives?
18.  How would you rate faculty and staff in their ability to pr18.  How would you rate faculty and staff in their ability to present a wide range of perspectives related to diversity?esent a wide range of perspectives related to diversity?
20.  To what degree did students in program treat you with respe20.  To what degree did students in program treat you with respect?ct?

Course WorkCourse Work (.79)(.79)
6.  How satisfied are you with the course work in your program?6.  How satisfied are you with the course work in your program?
7.  How demanding was the coursework in your program?7.  How demanding was the coursework in your program?
8.  How helpful were out8.  How helpful were out--ofof--class assignments in your program to professional development?class assignments in your program to professional development?
9.  How rate out9.  How rate out--ofof--class assignments in your program in terms of work it took to coclass assignments in your program in terms of work it took to complete?mplete?
10. How would you rate the way grades were assigned in your prog10. How would you rate the way grades were assigned in your program?ram?

Faculty / StaffFaculty / Staff (.82)(.82)
3.  How well did program faculty delivered clear information abo3.  How well did program faculty delivered clear information about program requirements, policies, and procedures?ut program requirements, policies, and procedures?
4.  How well did program faculty mentor and support you to mak4.  How well did program faculty mentor and support you to make informed academic/professional decisions?e informed academic/professional decisions?
5.  How well did program faculty provide appropriate support t5.  How well did program faculty provide appropriate support that facilitated your academic progress?hat facilitated your academic progress?

19. To what degree did faculty and staff in your program treat y19. To what degree did faculty and staff in your program treat you with respect?ou with respect?

SettingSetting (.61)(.61)
1.  How would you rate the community1.  How would you rate the community--based field experience/practicum placements offered through yourbased field experience/practicum placements offered through your programs?programs?
2.  How would you rate the field experience/practicum supervis2.  How would you rate the field experience/practicum supervision offered through your program?ion offered through your program?

12. How would you rate the accessibility and quality of the clas12. How would you rate the accessibility and quality of the classroom facilities used by your program?sroom facilities used by your program?
13. How would you rate the technological resources available to 13. How would you rate the technological resources available to you within your program?you within your program?

Overall Satisfaction  Overall Satisfaction  (.74)(.74)
11.  How would you rate the instructional skill of the faculty a11.  How would you rate the instructional skill of the faculty an staff in your program?n staff in your program?
21.  How would you rate your overall experience in your academic21.  How would you rate your overall experience in your academic program?program?

Notes. Alpha for all 21 items is .91; Scales ranged from 1 (low)Notes. Alpha for all 21 items is .91; Scales ranged from 1 (low) to 4 (high) for each item.to 4 (high) for each item.
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  Attachment E presents slides on the Diversity and Overall Satisfaction Sub-scales. 
Selected results from those slides are listed below.  

 
• Respondents from Teacher Education and those who choose not to specify 

their program affiliation, rated items lower than the college mean on the 
Diversity sub-scale. 

• Statistically significant differences were found on the Diversity subscale 
between undergraduates and graduate students, students who identified as 
White and as students of color, and between students who identified as 
LBGTQ and those students who did not so identify.  

• Overall satisfaction student’s experience in the COE was relatively high 
(average rating above 3.0), but slightly lower for Teacher Education.  

 
2005-06 School Year 
 Just before the beginning of the school year an interim dean for COE was named. 
Work in this year focused on a number of academic and research issues. The following 
are highlights of the diversity work conducted in the 2005-06 school year. 

 
• Diversity Coordinator – We conducted an extensive search to find a Diversity 

Coordinator for the COE. Ultimately the search was unsuccessful, but the 
evaluation and interview process helped greatly to define the responsibilities of 
this new position.  

 
• External Consultant, Dr. Carlos Cortes – Dr. Cortes was retained for the entire 

year to serve as a consultant and deliver training on diversity issues for faculty 
and staff. Dr. Cortes was instrumental in leading administrative discussions at the 
fall back-to-school retreat, in completing the Diversity Report, leading 
discussions around the Diversity, and giving college-wide trainings for faculty 
and staff.  

 
• Teacher Education – From the demonstrations of the previous year and the results 

of the previous year’s survey, it was clear that departmental reorganization was 
necessary. A new department head was named and extensive work was conducted 
to examine the structure and course offerings within the department. At mid-year 
faculty directed the planning process with the intent to complete a major revision 
of the department policies, procedures, and classes.  

 
• Large Group Faculty and Staff Training – From the experiences of the previous 

years and from both consultants’ reports, it was clear that an extensive program of 
faculty and staff training was necessary. To include all of the instructional faculty 
and staff and as many of the research faculty and staff as possible, the COE was 
closed for selected periods of time and/or trainings were offered at different times 
to accommodate different schedules. The following large group trainings were 
offered. Each training was two hours in length and included in total more than 
300 faculty and staff. 
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 ►  During the fall back-to-school meetings, Dr. Cortes led a discussion 
regarding diversity and its implications for our work. The format included 
a lecture and then small group work regarding diversity and its meaning 
for each participant.  

► The second faculty and staff training was conducted late in the fall term by 
representatives of the Teacher Effectiveness Program relating to language 
and terms to use when discussing diversity and diverse people.  

►  The third faculty and staff training was conducted by Dr. Cortes late in the 
winter term regarding stereotypes – both apparent and hidden – and the 
way those stereotypes contribute to the privilege exercised by the 
dominant majority over diverse, minority groups.   

 
• Small Group Faculty and Staff Training – Because COE leadership felt that there 

(a) were lingering and unresolved issues related to the demonstrations of the 
previous school year and these issues were fracturing communication within the 
COE, we worked with CoDaC to develop a training for a relatively small group of 
the COE administrative group. With CoDaC, we worked to identify 16 
individuals in various leadership roles to participate in the 12-hour (3 4-hour 
sessions) training. CoDaC staff interviewed each participant regarding their goals 
for their training. The content of the training was then tailored to the needs of the 
group. This training was delivered to all 16 participants in the spring term 
focusing on communication, each person’s interpretation of diversity and its 
meaning to their jobs and the College, identifying critical systemic deficits in the 
COE, and generating plans for future such trainings. Indicative of the reception of 
the training by the faculty and staff, there was unanimous agreement among 
participants to schedule an additional training session in the next school year. 

   
• Faculty and Staff Recognition – To engender a more positive working 

environment and recognize those faculty and staff who provided exemplary 
teaching and service, a college-wide awards committee and a nomination process 
for faculty and teaching awards was established and initiated. These awards were 
made in the spring and the faculty with recipients being recognized at the spring 
COE commencement ceremonies. One of these awards related to outstanding 
contributions toward diversity for the COE. 

 
• EDAC and its Activities – Attachment F presents a summary of the activities 

EDAC conducted in the school year. These activities involved students from 
across the College and in many cases included community members. EDAC 
sponsored and organized several events related to diversity (e.g., Martin Luther 
King Birthday Celebration, Cinco de Mayo, and a celebration of the American 
Family) that were for all College students, faculty, and staff. 

 
• Graduating Student Exit Survey – We again conducted the Graduating Student 

Exit Survey at the end of the spring term. Figure 7 presents a summary of the 371 
respondents to the survey by department and program. The number of respondents 
was lower than in the previous year and there were only 4 respondents from 
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Educational Leadership, limiting interpretability of the results from that 
department. Only 7 respondents choose to not report their academic affiliation, 
less than the 22 such respondents from the previous year.  
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SpecialSpecial
EducationEducation
N = 77 (21%)N = 77 (21%)

Educational Educational 
LeadershipLeadership

N = 4 (1%)N = 4 (1%)

TeacherTeacher
EducationEducation

N = 245 (67%)N = 245 (67%)

Participation Rates by Participation Rates by 
Area and ProgramArea and Program

N       %N       %

AdministrativeAdministrative
LicensureLicensure 4     4     100100

Counseling andCounseling and
Human ServicesHuman Services

N = 45 (12%)N = 45 (12%)

N       %N       %

EducationalEducational
FoundationsFoundations 39       1639       16

GraduateGraduate
ElementaryElementary
Teaching      Teaching      27       1127       11

Middle / Middle / 
Secondary  Secondary  67       2767       27

ESOL                   21         9ESOL                   21         9

Integrated Integrated 
Teaching      Teaching      91       3791       37

N       %N       %

CommunicationsCommunications
Disorders andDisorders and
SciencesSciences 33      4333      43

Early Early 
InterventionIntervention 12      1612      16

Special Special 
EducationEducation 9      129      12

Early ChildhoodEarly Childhood
ElementaryElementary 15     2015     20

Middle /Middle /
SecondarySecondary
TransitionTransition 8     108     10

N       %N       %

Family andFamily and
Human Services    28     62Human Services    28     62

Marriage andMarriage and
Family TherapyFamily Therapy 17     3817     38

Notes. Seven  (2%) of those surveyed chose not to report area orNotes. Seven  (2%) of those surveyed chose not to report area or program.program.

Figure 7 
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Attachment G presents slides on the Diversity and Overall Satisfaction Sub-
scales. Selected results from those slides are listed below. 

 
► Respondents from Teacher Education rated the COE higher on the diversity 
sub-scale than the previous year. The overall rating for the COE was higher. 
► Statistically significant differences were found on the Diversity subscale 
between students who self identified as nontraditional students and those who did 
not so identify.   
► Overall satisfaction of students’ experiences in the COE was relatively high 
but decreased slightly from the previous year. Overall satisfaction ratings by 
students from Teacher Education remained stable and ratings by students from 
Special Education declined. 

 
•  Bias Response Team Reported Incidents – No data were available regarding incidents 
reported in the COE for this year.  
 
• End-of-the-Year Evaluation by Carlos Cortes – In follow-up to his evaluation of the 
previous year, Dr. Cortes was commissioned to complete a second such evaluation 
regarding progress and remaining problems in the COE. Attachment H presents a copy of 
the letter. While general progress was noted, a number of issues were identified for 
remediation. These issues were weighed and considered in formulating objectives for the 
2006-07 school year. 
 

2006-07 School Year 
 
 From the previous year’s evaluation data, we elected to focus on the following 
diversity-related initiatives in this school year. Some of these activities are not yet 
completed at this writing. For example, we do not yet have the results of the Graduating 
Student Exit Survey, the year-end report from EDAC, or the year-end report from the 
BRT. 

 
• Lane County Teacher Pathways Project – This 3-year pilot project was planned 

and then begun in the 2006-07 school year with the express purpose of recruiting 
and supporting prospective teachers from minority backgrounds. The project is a 
joint effort among Lane Community College, Northwest Christian College, 
Pacific University, University of Oregon, Bethel School District, Eugene School 
District, Springfield School District, and the Lane Education Service District. 
Each partner is required to contribute financially to the effort and engage in 
specific activities relative to the overall goal. Attachment I presents the specifics 
of this program. The impact of this effort has not yet been evaluated. 

 
• Diversity Coordinator – An interim diversity coordinator was named just prior to 

the start of school. We are going through an affirmative action process to fill the 
position on a permanent basis. 
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• Establishment of a Community Diversity Advisory Board – We have established 
a standing board of community members to advise the COE and Dean regarding 
the College’s diversity initiatives. Individual meetings were held with all 
members prior to the first meeting. The board met as a group three times this 
year.  

 
• Teacher Education – The Teacher Education program completed an extensive 

reorganization and curriculum revision in the winter.  The new curriculum 
emphasizes strong preparation in subject matter content areas, with a special 
emphasis on areas of high need in Oregon—currently mathematics and science 
education.  It also makes a commitment to serving Oregon’s increasingly 
linguistically diverse student population by imbedding an ESOL Endorsement 
in its certification program.  This new curriculum improves on what preceded it 
by increasing the disciplinary diversity of its course offerings. From the 
undergraduate to the Ph.D. level students will receive a genuinely 
interdisciplinary education that examines the psychological, social, cultural, and 
ideological foundations of teaching and schooling.  Currently the changes are 
being reviewed through the University committees and appropriate state level 
channels. Attachment J presents a summary of the new program. 

 
• New Hire – To address the emphasis in the new Teacher Education program for 

English as a Second Language, a new faculty member skilled in this type of 
instruction, and who also is a person of color, was hired in a tenure-track 
position.  

 
• CoDaC Administrative Training – In follow-up to the training afforded the 16 

members of the COE administrative group, a second such training (1 4-hour 
session) was conducted by CoDaC. As before, CoDaC staff worked with those 
participants to identify pressing needs and concerns and then oversaw a 
structured discussion among participants on those issues. A commitment was 
made to hold a similar session for the administrative group in the future.   

 
• CoDaC Faculty Training - Because of the positive reaction to the CoDaC 

training, we decided to hold a similar training for all full-time instructional 
faculty. A total of 31 faculty were identified and then placed in two different 
training groups. One of these groups will be trained this year and the second will 
be trained in the fall of 2007. CoDaC staff interviewed each participant 
regarding their goals for their training. The content of the training will be 
tailored to the needs of the group and then offered at the end of the spring term.   

 
• Revision of Diversity-related Courses – During the winter term, concerns were 

registered that the courses on diversity taught within the COE did not sufficiently 
address the broadest range of issues related to diversity correctly. We have 
begun a review of all courses deigned to address diversity, focusing specifically 
on the content and quality of those offerings. The goal of the review will be to 
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establish an inclusive theoretical framework and to identify and address gaps in 
the curriculum framework.   

 
• Faculty and Staff Recognition – These awards will be made in mid-May. One of 

the awards will relate to outstanding contributions toward diversity for the COE. 
 

• Input from the Student Advisory Board – The meetings with the students this 
year focused on necessary supports at the undergraduate, masters/licensure, and 
doctoral levels. Across all areas, the importance of providing more instruction on 
the nuances of securing employment was identified. At the undergraduate level, 
the importance of providing more experience in educational and/or agency 
settings was discussed. 

 
• Graduating Student Exit Survey – As in previous years, this survey will be 

completed by the end of spring term. The data will be analyzed and a report 
finalized by the end of the summer.  

 
• Graduate Follow-up Survey – As an extension of our Graduating Student Exit 

Survey, we conducted a survey of all graduates from the 2005-06 and 2003-04 
school years. We achieved a response rate of 42% (414 responses of 995 
possible respondents). Attachment K presents a copy of the survey form. It can 
be seen that questions are asked of students’ impressions of their training in the 
COE, including the way in which they were trained to address diversity in their 
respective positions. Analyses of these data will be completed by early summer.  

 
• Year-End Evaluation of COE Diversity Efforts – We currently are conducting 

interviews with key COE administrators, representatives of student groups, and 
the members of the Community Diversity Advisory Board. The purpose of this 
effort is to identify progress we have made relative to diversity in this and those 
areas to be addressed in the coming year. Attachment L presents the questions 
that will be asked each group. The data collection is being conducted by the 
interim diversity coordinator and a GTF. These interviews will be completed by 
the end of the school year and a report summarizing these findings will be 
finished shortly thereafter.   

 
• Bias Response Team Reported Incidents – We will secure and examine the 

number of incidents reported for this school year when those data are available.   
 

• International Efforts – Consistent with our own and the University’s emphasis 
on developing international programs, two such efforts have been finalized for 
this year.   
 
►A significant concern of the College relates to addressing the educational 
achievement gap among Latino students. To foster faculty awareness of this 
situation and prompt alternate teaching approaches to address this issue, we 
applied for and received a 2-year, $15,000 grant. With these monies we will 
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send 6-8 faculty for each of the two years to Mexico to meet with university 
faculty and K-12 teachers in Oaxaca and Queretaro. Upon returning to the 
University these faculty will connect with school districts in Oregon with high 
numbers of Latino students to see how those districts are educating those 
students. Faculty will be required to (a) submit revised syllabi indicating how 
they have integrated their experiences into their instruction and (b) conduct a 
college, or departmental wide training based on their learning and experiences 
from the visit.  
 
►The COE is in the process of establishing a Marriage and Family Therapy 
program with the Beijing Normal University in China, and a Family and Human 
Services program with the Center for Social Sciences and Humanities at the 
Vietnam National University, Hanoi. We also have been approached by the 
government of Saudi Arabia to establish a program to train special education 
teachers.  

 
IV. Resource Statement 

 
 Table 4 presents the resource commitments made from the Dean’s office in the 
2006-07 school year to our diversity initiatives and work. Also, at this writing we know 
that for 2006-07 school year the Department of Counseling Psychology and Human 
Services has spent $43,150 and the Department of Special Education and Clinical 
Sciences has spent $56,732 on diversity-related activities. In total, the COE as a group 
has allocated at least $200,000 to promote our diversity initiatives.      
 

Table 4. Resource Commitments* 
 

Positions/Activities Cost 
Diversity Coordinator (.5 FTE) with OPE  $40,253.89 (salary and OPE) 

 
GTFs 

• Ethnic Affairs Diversity Committee 
• Student Accountability 
• Diversity Coordinator 

 
 8,047.20 (salary and OPE) 
 15,778.40 (salary and OPE) 
 2,194.69 (salary and OPE) 
 

Faculty Training  13,198.13 
 

Donations to Student/Community Groups 
for Diversity and Education 

 3,981.24 

Lane County Teacher Pathways Project  9,250.00 
 

TOTAL  $92,703.55 
*Figures do not include tuition, fees, or insurance. 
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V. Detail process for plan development and describe committee 
 
 As we have discussed in previous sections of this document, the focused nature of 
the writing task does not do justice to the number of individuals and groups involved in 
crafting and implementing the documents and various activities on which the SAP is 
based. Because of the COE’s current and ongoing work on diversity, we have engaged 
in an extensive and comprehensive planning and development process involving intense 
work and input from more than 100 faculty, staff, consultants, students, and community 
members. For example, the crafting of the COE Diversity Report included more than 40 
people, the Student Advisory Board involves more than 14 students each year, and the 
current Community Diversity Advisory Board includes 20 people.  
 
 The final version of the SAP was written by the Dean, Diversity Coordinator, and 
selected faculty. That draft of the SAP was reviewed, critiqued, and approved by the 
Department Head Council.   
    
VI. Diversity value statement  
 
 Diversity is central to the mission and work of the COE. We discussed this 
connection in detail in Section I, so we summarize that narrative here. The mission of 
the COE is to “make educational and social systems work for all.” Specifically, the goal 
of the COE is to (a) train educators and social service for careers in those systems and 
(b) conduct research and scholarship relative to contemporary issues facing the 
educational and social service systems. This mission carries unique implications for the 
COE as the focus of our instructional programs and research are the public school 
systems and various social service systems that exist in our society. 
 
 There is no question that the cultural and ethnic demographics of the local, state, 
and national educational and social systems have changed dramatically in recent years 
with increasing numbers of students from diverse backgrounds entering our educational 
and social service systems. Accordingly, if the COE is to train the next generations of 
educational and social service professionals and researchers, it is imperative that we 
recognize the challenge and opportunities relative to diversity and address these 
opportunities effectively.  
      
VII. For the purpose of this strategic plan, define diversity 
  
 The COE endorses the definition of diversity as stated in the UO Diversity Plan. 
Specifically, that plan describes diversity as, “Differences based on race and ethnicity, 
national origin or citizenship, gender, religious affiliation or background, sexual 
orientation, gender identity, economic class or status, political affiliation or belief, and 
ability or disability.”  
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 Our Diversity Report (Attachment A) includes the following definition, which we 
adopted from the University of Oregon website and which we believe is compatible with 
the above definition.  
 

The University of Oregon community is dedicated to the advancement of 
knowledge and the development of integrity. In order to thrive and excel, this 
community must preserve the freedom of thought and expression of all its 
members. The University of Oregon has a long and illustrious history in the area 
of academic freedom and freedom of speech. A culture of respect that honors the 
rights, safety, dignity and worth of every individual is essential to preserve such 
freedom. We affirm our respect for the rights and well-being of all members. We 
further affirm our commitment to:  
 
► Respect the dignity and essential worth of all individuals.  
► Promote a culture of respect throughout the University community.  
► Respect the privacy, property, and freedom of others.  
► Reject bigotry, discrimination, violence, or intimidation of any kind.  
► Practice personal and academic integrity and expect it from others.  
► Promote the diversity of opinions, ideas and backgrounds which is the 
lifeblood of the university. 
 
The University of Oregon affirms and actively promotes the right of all 
individuals to equal opportunity in education and employment at this institution 
without regard to race, color, sex, national origin, age, religion, marital status, 
disability, veteran status, sexual orientation, gender identity, gender expression or 
any other extraneous consideration not directly and substantively related to 
effective performance.  
 
In developing, adopting, and implementing this statement, it is critical to 
recognize that the concept of diversity encompasses acceptance and respect as 
well as understanding that each individual is unique.… It is through the 
exploration of these differences in a safe, positive, and nurturing environment that 
it is possible to reach greater understanding, moving beyond simple tolerance to 
embracing and celebrating the rich dimensions of diversity contained within each 
individual.  (taken October 26, 2005, from http://gladstone.uoregon.edu/ 
~asuomca/diversityinit/definition.html) 

   
Areas of Emphasis 

 
 Before addressing the six points specified by the UO Diversity Plan, we first 
summarize our environmental scan (i.e., the qualitative and qualitative data and findings 
we used and will use in the coming year) in identifying diversity needs and activities. As 
we discussed in the previous sections (in particular, see Section III on History) we have 
amassed extensive data on our diversity-related needs, information we used to identify 
objectives for the 2006-07 school year.  
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 Because we have not as yet finalized the evaluation data sources for the 2006-07 
school year, we (a) offer a summary of the process by which we will identify our 
diversity work for the 2007-08 school year and (b) identify issues that we are fairly 
certain we will continue and emerging issues we will address in the coming year. Those 
issues will be operationalized in the following pages.  
 
 By the end of the 2007 summer we will summarize the quantitative student data 
sources (the Graduating Student Exit Survey and the Follow-up Survey of Graduates), 
the year-end evaluation of diversity issues being conducted by the Diversity 
Coordinator, and other relevant data sources (e.g., narrative complaints from students, 
Bias Response Team reports, student enrollment records). These data will be reviewed 
by the Dean and other COE administrators to develop a preliminary plan through which 
to address diversity issues for the 2007-08 school year. This plan will be reviewed at the 
COE annual fall retreat (scheduled for September 16 and 17) by the entire group of 
College administrators. The plan for the 2007-08 school year will include specific 
activities, those faculty and staff who will be involved in each activity, the intended 
outcomes of those activities, and the outcome measures for each activity.  
 
 Two realities will affect the COE in the coming year and will have implications 
for our diversity work. First, beginning in the fall of 2007, the COE will engage in a 
massive building project. We will initiate the construction of an entire new building of 
about 65,000 square feet and the complete renovation of the current COE building – 
both at the same time. The next year simply will not be “business as usual” as faculty 
and staff will be moved to “surge space” across the College and University. 
Additionally, several classrooms within the COE will be closed as they are remodeled. 
Accordingly, maintaining program cohesiveness and providing effective, efficient, and 
inclusive instruction to students will be difficult.  
 
 Second, we are scheduled to begin a search for a new Dean in the 2007-08 school 
year. This search is critical to the continuing excellence and growth of the College and 
will demand extensive amounts of faculty and staff time and attention. The specifics of 
this search are being planned at this time and are as yet unknown, but we are certain the 
search will be time consuming.  
 

 In this section we list those continuing activities that we are fairly certain of 
addressing in the coming year and issues that have come to the fore that we most likely 
will address. As the evaluation data are finalized for this year, it may be that other issues 
will become evident and will demand attention.  
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Points, Goals, and Actions 
 
Point 1: Developing a Culturally Responsive Community 
Point 2: Improving Campus Climate 
Point 3: Building Critical Mass 
Point 4: Expanding and Filling the Pipeline 
Point 5:  Developing and Strengthening Community Linkage 
Point 6: Developing a Culturally Responsive Community 
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Point 1:  Developing a Culturally Responsive Community 
 

Unit Relevance:  The large scale training we conducted in 2005-06 
for the great majority of the COE was critical to developing general 
awareness and college-wide interest in this area. The training we are 
conducting presently with instructional faculty and our administrative 
group through CoDaC is tailored to each group’s specific needs and thus 
seems to address a higher-plane of awareness and is more consistent with 
our current needs.   
 
A. Define what this focal area means to your specific unit. The CoDaC 
training has been well received by the administrative group and is being 
delivered this spring and next fall to our instructional faculty. From 
interviews we are conducting and comments we have received, it is clear 
that we should provide training to the support staff who work closely and 
on a day-to-day basis with students and many community members.  

B. What have you learned about this focal area from your 
environmental scan?  The large scale training was a necessary step, but 
not focused enough to have a meaningful effect and engage faculty in a 
manner that would prompt a true exchange of ideas. Accordingly, we have 
arranged training through CoDaC for smaller groups and for a longer period 
of time. We have begun this process through the training that has been and 
is being offered by CoDaC and we need to explore other such offerings.           
 
C. Identify your unit’s strengths and challenges in this area. We have 
already begun the faculty and training process and currently are engaging in 
more focused training efforts through CoDaC. The challenge with this type 
of training is coordinating schedules of staff and faculty so they can attend 
the training and, at the same time, complete their regular responsibilities.  

 
Goal #1 

Complete the CoDaC training with the second group of 
instructional faculty.   

Measures of progress short 
/ long term   
 

Responsible entity / 
Accountability   
 

Timeline for implementation  
 

Action #1 
Complete the 12-hour CoDaC training.  

A group of 15 instructional 
faculty has been selected for 
this training. The training 
dates are being scheduled. 
All of the faculty will 
complete all of the training 
sessions.  
We will work with CoDaC to 
develop an evaluation of the 
training.  

The scheduling is being 
done through the Dean’s 
office.  
 
 
 
 
The Dean and CoDaC 
representatives will 
develop the evaluation 
tool.  

The training will be completed 
in the fall term of 2007. 
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Goal #2 

Provide focused diversity training to staff 
   

Action #1  
Identify appropriate training options through CoDaC and 
university resources for staff 

We will work with CoDaC 
and OEID to specify a 
training model for the COE 
staff, particularly those with 
instructional responsibilities 
who work with students.  

The Dean and Asst. Dean 
for Admn. Will explore 
training options. The 
final decisions regarding 
the training will be 
approved by the 
Administrative Council.  

The training options and 
scheduling will be finalized in 
the late summer of 2008. 

Action #2 
Conduct training with instructional staff 

The training will be offered 
all instructional staff. Post-
training evaluations of the 
training will be gathered 
through the trainers.  

The office managers and 
respective department 
heads will insure that all 
instructional staff attend 
the training.  

The training will begin in the 
fall and likely will be 
completed in the winter of 
2008.  

Goal #3 
Plan faculty and/or staff training for the 2008-08 school year.  

Based upon faculty feedback 
from the CoDaC training and 
feedback from staff, we will 
plan other focused training 
for the 2008-09 school year.  
 
The Dean and administrative 
council will examine 
feedback and discuss options 
with potential trainers.  

The Dean and the 
Administrative Council 
will decide upon future 
training efforts.  

The decision regarding training 
for 2008-09 will be made in 
the spring term of 2008 with 
planning for those activities 
beginning at that same time.  
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Point 2:  Improving Campus Climate 
 
Unit Relevance: Given our recent history, input from different groups, and 
the results of our evaluation system, it is clear that we must take steps to 
improve the climate of our college for students, faculty, staff, and for 
community members.   
 
A. Define what this focal area means to your specific unit. In order to be 
conducive to learning and scholarship it is imperative that the climate of the 
COE be inviting and conducive to instruction that includes open discussion 
regarding numerous and varied diversity issues. These types of subjects, 
and the discussions they elicit, can be uncomfortable and inflaming for 
some. Because our mission is to educate educators and social service 
providers to work in our current society, such discussions and opportunities 
to learn this type of content is critical.  
 
B. What have you learned about this focal area from your 
environmental scan?   We have learned that there is much for us to do in 
this area and that we must address both social and academic supports for 
students. As we mentioned in Point 1, we have initiated and ongoing 
program of faculty training through CoDaC that are optimistic will help to 
develop such a context through the interactions of our faculty and staff 
toward students and the community members with whom we interact.  
 
 We are pleased with the role EDAC has played for the COE and 
they have had a major role in strengthening student supports, however not 
all students are affiliated with that organization.  

 We have undertaken a curriculum review that has resulted in a 
change of research offerings at the doctoral level. This past year, efforts 
focused on revising the Teacher Education program. An issue that was 
raised this spring related to the various diversity classes we teach and 
concerns regarding the exclusion of disability in those classes.  We have 
established a committee of faculty to address these concerns. That 
committee has just begun to meet and it is certain their work will continue 
into next year.    
 
 The Diversity Coordinator is a logical point of contact for students 
to express concerns relative to diversity issues. We should develop a 
standardized way to record the essence of those interactions and, if 
necessary, what actions were taken to address those concerns. 
             
C. Identify your unit’s strengths and challenges in this area. We have 
an emerging support system that includes EDAC, the challenge for is to 
take steps to reach out to all students who may not be involved in the 
organization. The revision of the diversity-related courses has begun this 
spring, but will not be finalized until next year as the issues which are 
discussed are multi-faceted and require careful and inclusive discussion. 
We are fortunate to have a Diversity Coordinator position through which to 
build such a reporting system.   

 
Goal #1 

Continue support to EDAC and expand its connections to COE 
students.  

Measures of progress short 
/ long term   
 

Responsible entity / 
Accountability   
 

Timeline for implementation  
 

Action #1 
Include CoDaC faculty advisors in the back-to-school retreat 
in the fall to discuss ways to connect meaningfully with all of 
the academic departments and their respective students.  

A plan to promote greater 
inclusion of students from all 
of the COE will be 
developed.  
 
 

The EDAC faculty 
advisor and the Dean will 
monitor the 
implementation of the 
plan. The Dean will seek 
input from department 

The plan will be discussed and 
approved at the beginning of 
fall term.  
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The number of students 
involved in different 
activities and their academic 
affiliations. As we do not 
have such data currently, this 
next year will serve to 
establish a base-line.  

heads at regular meetings 
 
The EDAC advisor and 
the GTF assigned EDAC 
will record these data, 
which will be included in 
the year-end summary 
and report.  

 
 
Data will be recorded after 
each event. The year-end 
report will be completed by the 
end of the spring term, 2008.  

Action #2 
EDAC will sponsor and organize various diversity-related 
events throughout the year.  

In previous years the number 
of such events has varied, but 
we anticipate that they will 
sponsor four such events in 
the coming year.  
We do not know how many 
individuals take part in these 
events as some (e.g., a photo 
exhibit that is available for 
viewing over several weeks) 
do not lend themselves to 
counting the number of 
participants. For events that 
will allow counting, the 
number of participants will 
be recorded.  

The schedule and type of 
events will be developed 
by the EDAC advisor and 
the students involved in 
EDAC. Advertising will 
be conducted through the 
Dean’s Office by the 
Communication staff.  
 
Descriptions of the 
events and the number of 
participants will be 
recorded by the GTF and 
the faculty advisor.   

Events will be organized and 
arranged throughout the year.  
 
Descriptions f the events will 
be included in the year-end 
report.  

Goal #2 
Complete a review and revision of our diversity-related 
classes.   

   

Action #1 
Establish a common theoretical framework for teaching 
diversity within the COE. develop a plan an appropriate 
support system  

A committee of faculty who 
teach diversity classes was 
established in May of 2007 
to address this issue. They 
will create a common set of 
guiding principles to guide 
the structure of these classes 
and to link classes 
conceptually.  

The Associate Dean for 
Academic Programs will 
oversee the committee. 
The committee will be 
responsible for 
developing the guiding 
principles.   

The guiding principles will be 
completed by winter of 2008.  
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Action #2 
Develop conceptually linked syllabi for all diversity classes.  

Using the guiding principles, 
class syllabi will be revised 
by faculty responsible for 
teaching those courses. The 
syllabi will be reviewed and 
approved.  

Faculty who teach the 
diversity classes will 
revise the syllabi. 
Revisions will be 
reviewed by the 
Associate Dean and 
selected faculty to insure 
compliance with the 
principles.  

All diversity-related syllabi 
will be revised by the end of 
the 2007-08 school years.  

Goal #3 
Develop and implement a student incident system through the 
Diversity Coordinator 

   

Action #1 
Develop a reporting structure that is known to the COE 
administration and all students 

A reporting structure to the 
Diversity Coordinator will be 
developed, implemented, and 
disseminated to all students 
through e-mail, back-to-
school orientations, and on 
syllabi. 

The Diversity 
Coordinator will develop 
the reporting structure.  
The reporting structure 
will be reviewed and 
approved by the Core 
administrative council.  
The reporting structure 
will be disseminated by 
program faculty and the 
Dean’s technology 
specialists. Office 
managers will insure that 
the reporting structure is 
included on 100% of all 
syllabi at the beginning 
of each quarter.   

The reporting structure will be 
developed in the summer of 
2008. 
The reporting structure will be 
finalized and adopted at the 
back-to-school-retreat. 
Dissemination of the reporting 
structure will be heaviest in the 
fall term, but particulars on the 
structure will be made 
available every quarter. 
Monitoring of the syllabi will 
be conducted every quarter.   
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Action #2 
Compile incidents and act upon those incidents as appropriate.  

Diversity incidents reported 
to the Diversity Coordinator 
will be compiled and 
reported regularly to the 
COE Administrative Council 
as appropriate for resolution.  
 
Depending upon the 
situation, an action plan will 
be developed to address the 
issue in question.  
 
In some instances it may be 
necessary to report incidents 
to the OSIDD. 

The Diversity 
Coordinator will be 
responsible for sharing 
incidents with the Dean 
and Administrative 
Council. 
As appropriate, different 
administrative faculty or 
staff will develop a plan 
to address the issue. 
 
If necessary, incidents 
will be referred on to 
appropriate affirmative 
action and/or grievance 
 channels.  

The reporting process will 
begin in the fall of 2008 and 
continue throughout the year.  
 
A summary of the number and 
type of events will be complied 
reported to the Dean and, as 
appropriate, OEID at the end 
of each year.  
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Point 3:  Building Critical Mass 
 
Unit Relevance: If we are to provide a meaningful academic experience for 
our students relative to diversity, we must diversify our faculty and staff.    
 
A. Define what this focal area means to your specific unit. As we move 
to revise our curricula and course offerings to address diversity, we must 
develop and secure a diverse faculty and support staff. There is no question 
that we can promote such instruction through our training efforts to our 
predominantly White faculty, but there will be no substitute for having 
faculty and staff from minority groups who model that diversity in a 
personal and inherent manner.   
 
 We should note that we have chosen to discuss activities relative to 
recruitment of graduate and undergraduate students under Point #4, 
Expanding and Filling the Pipeline.  
 
B. What have you learned about this focal area from your 
environmental scan?   We have learned that we have far too few faculty 
from minority cultural and ethnic groups. We do not know how many 
faculty represent other diverse populations (i.e. disability or sexual 
orientation) and securing those data will present challenges in terms of 
confidentiality.  
 

We currently have no data on the demographic characteristics of our 
support staff. Also, we have not developed a hiring plan for our support 
staff.  
          
C. Identify your unit’s strengths and challenges in this area. We are at a 
unique time as a search for a new dean for the COE will begin this spring 
and we have conducted considerable work to begin to develop a foundation 
for our diversity efforts within the College. The greatest challenge we face 
in hiring faculty in particular relates to a lack of resources. At this point we 
simply do not have resources to establish many new tenure-track lines and 
budgets for the coming year have not yet been allocated. We are optimistic 
that a new dean would bring an infusion of resources. The potential of a 
new dean being hired in the coming year does present an interesting 
challenge. That is, if we develop a strategic plan that is inconsistent with 
the direction the dean will take the College, then that effort will be wasted. 
At this point, we believe that we must identify (a) identify our most 
pressing faculty needs and (b) corresponding sources of funds that we could 
combine into a tenure-track position. Given our experience in accessing the 
Minority Recruitment Fund this past year in our most recent hire, we 
believe that the experience has prepared in how to access those funds in 
future hires.    

Goal #1 
Identify our most pressing faculty needs to guide recruitment.  

Measures short / long term   
 

Responsible entity / 
Accountability   
 

Timeline for implementation  
 

Action #1 
Identify key faculty needs across the COE. 

Identify and rank order our 
most pressing faculty and 
instructional needs across 
departments and the COE to 
focus our planning and 
recruitment efforts.  

The Dean will conduct a 
planning process with the 
department heads and 
administrative group to 
specify the most pressing 
departmental needs. The 
Dean will secure 
feedback from the 
Administrative Council 

The prioritization of faculty 
positions will begin in the 
summer and conclude in the 
fall of 2007. 
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to endorse the slate of 
prioritized positions.   

Action #2 
Identify existing sources of funds to support those positions.  

A clear mapping of sources 
of funds will be established 
to place as many of those 
prioritized positions as 
possible.  

The Dean and 
department heads will 
identify available funding 
sources. It is likely that 
new funds will be 
necessary if we are to 
make appreciable 
progress in this regard.  

Funding sources will be 
finalized in the winter of 2008. 

Action #3 
Prepare job descriptions and work with OEID and Affirmative 
Action to prepare position announcements.  
 
 

Position announcements will 
be crafted to attract a broad 
array of diverse applications. 

Department heads and 
business managers will 
finalize the position 
announcements. 

Position announcements will 
be completed and the 
advertising for those positions 
will begin by the end of the 
2007-08 school year.  

Goal #2 
Develop and implement a hiring plan for support staff.  

   

Action #1 
Establish a committee of support staff and faculty to establish 
a hiring plan for support staff.  

A committee that will 
represent the COE will be 
established to develop a 
hiring plan for support staff. 

The Asst. Dean for Adm. 
will establish and lead 
the committee. 

The committee will be 
convened in the fall of 2007. 

Action #2 
Identify and secure data relative to current support staff.  

Demographic data relative to 
existing support staff will be 
identified and secured for 
planning purposes. 

Technology support staff 
will secure these data.  

The data will be gathered in 
the fall of 2007. 

Action #3 
The committee will explore different hiring options available 
through the university system and establish a hiring plan for 
support staff. At this point we anticipate the plan being 3-years 
in duration.   

A 3-year hiring plan will be 
developed, reviewed, and 
finalized.  

The Asst. Dean for 
Admn. Will be 
responsible for finalizing 
the plan.  

The plan will be completed in 
the spring of 2008. 
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Point 4:  Expanding and Filling the Pipeline 
 
Unit Relevance: We have a strong and enduring commitment to attract the 
best and brightest students, with a burning commitment to teach or engage 
in social services, to our College. If we are to further our commitment to 
train students who will impact society in the most effective manner 
possible, it will be necessary to recruit a student body that is reflective of 
that changing society and the students and young people with whom they 
will work.   
 
A. Define what this focal area means to your specific unit. Much as it 
will be necessary to have a diverse faculty and staff to strengthen our 
academic efforts, a diverse student body will likewise strengthen that effort 
and produce uniquely qualified graduates to affect the society in which they 
will work. Further, because our College budget is based on the student 
credit-hour model, we must attract and retain students to generate monies 
for the College. Since the demographics are changing among high school 
students, we must be effective in attracting those students if we are to 
continue and expand or academic programs.    
 
B. What have you learned about this focal area from your 
environmental scan? The student data indicate that we are most diverse 
among specific programs, primarily programs in which we can recruit out-
of-state students. The majority of our students are Oregon residents. We 
have few international students and while we have higher proportions of 
doctoral students who identify as being from a minority group, there are 
few of those students relative to the larger College population.             

C. Identify your unit’s strengths and challenges in this area. We have 
been successful in recruiting doctoral students from minority groups, 
students who typically come from out of state. Those students come to 
nationally ranked programs and we have made use of university recruitment 
funds to secure applicants. A major challenge we face is that because of our 
fiscal limitations, we are limited in how many doctoral students we can 
attract and support. Unless we can identify other funding options for 
doctoral students (grants, other state money) we will be challenged in 
expanding the number of doctoral students we can educate.  
 
We have had un-even success in recruiting minority students at the 
undergraduate and master’s levels and most of those students are Oregon 
residents. As the state probably will remain our primary recruitment base, 
we must reach into areas in which diverse students live as part of our 
recruitment efforts. The Lane County Teacher Pathways Program, while 
only beginning, will recruit minority educators working in aide positions to 
the College.  Recent connections with Mocha, a Latino student group, may 
also provide a recruitment option.    
 
We currently have few international students, but recent connections with 
Mexico, China, and Saudi Arabia have the potential to develop connections 
for more students from those countries. As we have discussed these various 
possibilities, a consensus has been established that we first must identify 
the guiding principles and priorities which will direct those efforts.  

 
Goal #1 

Identify funding options to expand doctoral recruitment 
Measures short / long term   
 

Responsible entity / 
Accountability   
 

Timeline for implementation  
 

Action #1 
Locate and explore possible alternative funding sources for 
doctoral students through grants and other state monies.  

Develop a plan for securing 
additional sources of 
doctoral support funds.   

The Dean and 
department heads will 
complete this exercise.  

The effort to identify training 
monies will continue 
throughout the school year. 
State, private, and federal 
sources will be tracked 
regularly.  
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Action #2 
Based on the success of securing funds, identify ways to 
expand recruitment fo minority students.  

Funds likely will be secured 
specific to particular 
programs. Programs that do 
not receive additional monies 
will explore novel and 
creative recruitment 
strategies.  

Program directors will 
develop recruitment 
plans.  

Plans will be discussed and 
developed in the fall and 
winter terms. The plans will be 
implemented during the winter 
and spring terms.  

Goal #2 
Establish a plan to recruit undergraduate minority students.  

   

Action #1 
Establish a committee of faculty who teach undergraduate 
classes and students.  

The committee will be 
composed of faculty with a 
unique connection to 
undergraduates and who will 
be the best at preparing a 
recruitment plan.  

The Dean will appoint 
the committee and a chair 
who will oversee the 
effort will be chosen. 

Fall of 2007 

Action #2 
Contact Mecha and other local minority student and advocacy 
groups.  

Contact at least two local 
groups to recruit potential 
students.  

The Diversity 
Coordinator and selected 
faculty will contact the 
groups and serve as the 
conduit between the 
groups and the COE.  

Throughout the 2007-08 
school year.  

Action #3 
The committee will develop a plan to recruit undergraduate 
minority students.   

A plan describing a 3-year 
plan to recruit minority 
undergraduate students will 
be established. The plan may 
include outreach to the pubic 
schools or an active 
recruitment among 
undecided students who are 
already enrolled in the UO.  

The committee will 
develop the plan and 
present it to the Dean and 
the department heads.  

Winter and spring of 2008. 

Action #4 
Decide how to implement the recruitment plan 

The way in which we will 
conduct recruitment 
activities in the 2008-09 
school year will be decided.  

Selected faculty will be 
identified to oversee the 
recruitment effort.  

Spring of 2008.  
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Goal #3 

Establish international programs and connections that will 
increase the number if international students.  

   

Action #1 
Establish guiding principles and priorities for 
internationalization efforts 

Establish an agreed upon list 
of principles and priorities 
for the COE’s 
internationalization efforts.  

The Dean and 
Administrative Council 
will establish the list. The 
list will be shared with 
all faculty for additional 
input.  

The list will be finalized in the 
fall of 2007. 

Action #2 
Continue to establish international connections with existing 
contacts.   

As we have discussed earlier, 
we have had positive 
connections in the past year 
with university programs in 
China, Mexico, and Saudi 
Arabia. We will continue to 
work on and formalize those. 
Connections. Our goal will 
be to establish two formal 
agreements that will bring 
international students in the 
2008-09 school year.   

Specific faculty have 
made the connections 
with the different 
programs and will take 
responsibility for 
continuing the 
development fo those 
relationships. The faculty 
will report progress to the 
Diversity Coordinator.  

At the end of each term or 
more often as necessary.  

Action #3 
Based upon the adopted principles, continue to accept 
invitations from international universities and programs to 
explore cooperative programs.   

We will explore at least five 
possibilities and establish 
formal agreements with two 
programs.  

Specific faculty will be 
assigned the 
responsibility of 
connecting with each 
program by the Dean. 
Those faculty will report 
progress to the Diversity 
Coordinator.   

At the end of each term or 
more often as necessary.  
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Point 5: Developing and Strengthening Community Linkages 
 
Unit Relevance:  To complete our mission of preparing teachers, social 
service providers, and academicians to work in public education and social 
service systems our connection to the community and those services is 
paramount.   
 
A. Define what this focal area means to your specific unit. The mission 
of the COE is to prepare teachers, service providers, and academicians for 
careers in the public schools and community-based social service agencies, 
systems which serve as the “learning laboratory” for our students and 
research sites for our faculty.    
   
B. What have you learned about this focal area from your 
environmental scan?  Our connections with the public schools in the Lane 

county area was affected through the events of past years. The extent of that 
impact varies, but within the immediate area there is no question that our 
image has been damaged among diversity groups and advocates.                   
 
C. Identify your unit’s strengths and challenges in this area. A major 
strength of our connection to the community is the Family and Human 
Services program, which has a strong reputation and working connections 
and practicum placements with roughly 100 social service agencies in Lane 
County and the state. We have several other programs with strong 
community connections on which to build. We have taken steps to address 
our image on a College-level by establishing the Community Diversity 
Advisory Board this past year. Admittedly it will take time to repair the 
damage done to our reputation among the diversity community.  

 
Goal #1 

Meet four times with the Community Diversity Advisory 
Board over the course of the 2007-08 school year.  

Measures of progress short 
/ long term   
 

Responsible entity / 
Accountability   
 

Timeline for implementation  
 

Action #1 
Schedule meetings at the beginning of the school year and then 
at the end of each term.  

Meetings will be held and 
agendas and minutes of the 
meetings recorded. 

Dean and the Diversity 
Coordinator 

The first meeting will be 
scheduled in mid-September. 
Other meetings times will be 
identified jointly over the 
course of the year.  

Action #2 
The first meeting will be devoted to reviewing evaluation data 
from the previous year.  

The purpose of his review 
will be to share the planning 
process and priorities for the 
coming year. General 
endorsement of those 
priorities and/or revisions 
will be secured. 

Dean and Diversity 
Coordinator. 

At the end of the first meeting.  
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Goal #2 

Support and assist in the HEP 40th anniversary 
   

Action #1 
Schedule the celebration 

A 40th anniversary 
celebration for the HEP 
program and its almost 3200 
graduates will be planned 
and scheduled. 

HEP director and 
community planning 
committee. The Dean’s 
office will offer support 
and help in this process.  

Scheduled by early fall, 2007. 

Action #2 
Hold the celebration 

Records of the attendee’s 
contact information will be 
entered into a database. 
Publicity regarding the 
celebration will be organized 
and supported. 
 

HEP Director and 
community planning 
committee 

Most probably held in the 
spring 2008. 

Goal #3 
Develop connections with community schools for the new 
TED program, which will begin in 2008. 

   

Action #1 
Establish a committee to connect with educational equity 
activists regarding the new program. 
 

A committee of faculty and 
educational equity activists 
will be formed to plan ways 
to connect students and with 
valuable experiences in local 
schools.  

TED department head Fall 2007 

Action #2 
Finalize a plan to enhance the diversity of student enrollments 
at all levels in TED 

A plan will be finalized. TED department head 
and committee. 

Winter 2007 

Action #3 
Implement the plan 

The plan of contact 
development will be 
implemented to promote 
connections before the 
program begins the 
following fall.  

TED department head 
and committee.  

Spring 2008. 
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Action #4 
See new curriculum and program proposals through University 
and State level review processes. 
 

The new curriculum with a 
greater emphasis on both 
content specific pedagogy 
and on issues of cultural 
diversity must be reviewed 
and approved by several UO 
and State Government 
committees.  We will be 
working to ensure this 
happens in a timely manner. 

COE Associate Dean for 
Academic Affairs and 
TED department head 

Spring 2008. 

Action #5 
Revise Departmental structure to be more responsive to 
student and community concerns about educational equity 
issues. 
 

The TED Department will 
restructure its internal 
management structure to 
clarify lines of responsibility 
and accountability. 

TED department head Spring 2008. 
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Point 6:  Developing a Culturally Responsive Community 
 
Unit Relevance:  As we described in the previous sections of the SAP, we 
have developed a comprehensive evaluation system to address and gauge 
diversity-related concerns. The various parts of this system includes (a) 
quantitative surveys of graduating and graduated students, (b) interviews 
with faculty, staff, students, and community members, (c) regular meetings 
of a Students Advisory Board, and (d) monitoring of reported diversity-
related reports complied by the Bias Response Team. Over the last two 
years, we have amassed these data and then used the results to specify areas 
that demand remediation.  
 
 Four other basic procedures and processes have been used in an 
isolated manner and need to be integrated into this evaluation system. 
These processes are as follows. 

First, the regular (every 2-weeks during the school year) 
Administrative Council meetings (includes all department heads, associate 
deans, and business managers) in which concerns brought to the respective 
administrators are brought to the attention of the COE administrative group 
and then addressed.  

Second, in preparing the SAP we were surprised at the breadth of 
our College’s resources allocations relative to diversity. These allocations 
were collected only this year and should be monitored more closely.  

Third, the Student Advisory Board meetings provide a way to 
connect with students on personal and program-level concerns. Notes are 
taken during these meetings and should be disseminated to the 
administrative council.  

Fourth, EDAC compiles a year-end report that is reviewed as an 
indicator of diversity events and issues within the College. The faculty 
advisors fro EDAC meet quarterly with the Dean to discuss concerns and 
issues. 
 
A. Define what this focal area means to your specific unit. As a College 
we have begun to use the data from the comprehensive evaluation system to 

identify key issues and challenges to address on a yearly basis. These data 
provide a firm context from which to formulate actions and responses to 
particular issues. There is no question these various sources of data must be 
integrated and considered as a whole to insure that we assign resources and 
efforts to address the most pressing issues.   
 
B. What have you learned about this focal area from your 
environmental scan? As we discussed in the SAP, the evaluation data we 
have collected over the past three years suggest that as a whole the COE is 
rated judged to be doing well in its instructional efforts. Ratings are lower, 
however, from different minority groups of students, suggesting the 
importance of revising the way we support and connect with those groups. 
Additionally, various data pointed to the need to revise Teacher Education, 
develop student supports, and revise the diversity-related courses we teach 
to have a common framework and to be inclusive of all diverse groups. 
                   
C. Identify your unit’s strengths and challenges in this area. Overall we 
believe that we a strong foundation for a comprehensive evaluation system 
that addresses the instructional effort as a whole and diversity as a critical 
part of that overarching effort. A major challenge we face is to establish 
baseline data from which to judge progress from year to year; for example, 
what is an acceptable rating and a rating that indicates a critical weakness? 
A second challenge is to revise and improve the different components of 
the evaluation system. For example, the year-end interviews that we are 
completing at this time will yield important information on our progress 
and weaknesses relative to diversity, but we undoubtedly will learn that the 
way in which we conduct those interviews or the questions we ask should 
be revised for clarity and precision. Finally, there are parts of the system 
that should be regularized. For example, the resource allocations made to 
diversity from the Dean’s Office and the departments should be compiled 
regularly. It may be possible to coordinate allocations to have greater 
impact.   
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Goal #1 

Gather Quantitative data on Graduating and Graduated 
Students regarding their satisfaction with their instructional 
experiences in the COE specific to diversity.   

Measures of progress short 
/ long term   
 

Responsible entity / 
Accountability   
 

Timeline for implementation  
 

Action #1 
Conduct a follow-up survey of COE graduates  
Who have been out of school 1, 3, and 5 years.   

Achieve a 50% response rate 
from potential respondents.  
Examine ratings on each 
item (in particular diversity) 
that is at or above the ratings 
achieved in 2006-07.  
Compare ratings by 
demographic group on 
diversity ratings. 

The Follow-up Survey of 
Gradates is managed by 
the Director of 
Certification and 
Licensure Programs and 
a GTF assigned to collect 
and analyze student data.  

The survey will begin in the 
fall of 2007 and be completed 
by winter break.  

Action #2 
Conduct an Exit Survey of students graduating in the 2007-08 
school year. 
 

Achieve an 80% response 
rate from potential 
respondents.  
Examine ratings on each 
item (in particular diversity) 
that is at or above the ratings 
achieved in 2005-06 and 
2006-07.  
Compare ratings by 
demographic group on 
diversity ratings. 

The Exit Survey of 
Graduates is managed by 
the Director of 
Certification and 
Licensure Programs and 
a GTF assigned to collect 
and analyze student data. 

The survey will begin in the 
middle of May, 2008 and will 
be completed by the end of the 
spring, 2008 school year. 

Action #3 
Analyze and complete a report of the results of each survey.  
 

Examine results by academic 
program and by demographic 
group. Identify key areas of 
progress and areas that 
demand attention.  

The GTF will analyze the 
data from each survey. 
The reports will be 
written by the GTF, 
Director of Certification 
and Licensure, and the 
Dean.  

The report on the Graduated 
students will be completed in 
the winter term of 2008.  
The report on Exit Survey will 
be completed in the summer of 
2008. 
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Goal #2 

Gather data on diversity-related incidents from BRT reports 
quarterly and on a yearly basis 

   

Action #1 
BRT data will be gathered and shared with the administrative 
council at year’s end.  
 

The goal will be to have no 
incidents reported to the 
BRT relative to the COE.  
If an incident is reported, the 
administrative group will 
examine the incident and 
develop and appropriate plan 
to address the particular 
incident.  

BRT data will be 
gathered by the Dean’s 
support Staff. 
The Dean and Diversity 
Coordinator will share 
each incident with the 
administrative council. 
The administrative 
council will draft a 
response to the incident. 
Records of the actions 
will be recorded and 
follow-up by appropriate 
personnel. These records 
will be shared in a year-
end report.  

Responses to incidents will be 
developed and implemented as 
needed throughout the year.  
 
Data for the entire year will be 
reported at the end of the 
2007-08 school year.  

Goal #3 
Gather financial data on resource allocations to diversity from 
across the COE 

   

Action #1 
Develop a structured template for gather financial information. 

A template that is easy to use 
and includes major resource 
categories will be developed. 

The Asst. Dean of 
Admin. and the Business 
Managers will complete 
the template.  

The template will be 
completed in early fall of 
2007. 

Action #2 
Gather financial data on allocations to diversity work. 

On a quarterly and yearly 
basis, financial commitments 
to diversity will be compiled 
by the COE and the 
academic departments.  

The Asst. Dean of 
Admin. and the Business 
Managers will gather 
these data. 

The data will be gathered 
quarterly and reported at the 
end of each school year. 
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Goal #4 

Conduct interviews with key faculty, students, staff, and 
community members regarding progress relative to diversity 
and areas needing attention. 

   

Action #1 
Conduct interviews with key respondents.  

The year-end interviews 
conducted in 2007 will be 
repeated with the same or 
similar respondents (faculty, 
student groups, staff and the 
Community Diversity 
Advisory Board). 

The Diversity 
Coordinator and the GTF 
assigned to the 
Coordinator will conduct 
the interviews. 

The interviews will begin in 
the spring of 2008 and will be 
completed by the end of the 
spring term. 

Action #2 
Analyze the interview data and complete a year-end report.  

The interviews will be 
compiled and key themes 
will be summarized in a 
report that will be shred with 
the COE administrative 
council, the community 
Diversity Advisory Board 
and representatives of 
student groups.  

The Diversity 
Coordinator and the GTF 
assigned to the 
Coordinator will write 
the report. 

The report will be completed 
in the summer of 2008.  

Goal #5 
Analyze and identify key issues and themes from all 
evaluation reports.  

The key issues and themes 
from the 2007-08 school year 
will be identified and used to 
guide diversity-related work 
for the 2008-09 school year 

The Dean and Diversity 
Coordinator will review 
the documents and 
identify key issues.  
The key issues identified 
by the Dean and 
Diversity coordinator 
will be finalized and 
reviewed by the 
Administrative council to 
specify activities of the 
2008-09 school year.  

The initial list of issues and 
themes will be finalized by the 
fall administrative retreat in 
mid-September, 2008. 
 
The COE action plan for the 
2008-09 school year will be 
developed and adopted at the 
back-to-school retreat held 
before the beginning of the 
2008-08 school year.  

 
 


























































































































































