
 
 
 
 
June 14, 2007 
 
Charles Martinez, PhD 
Vice Provost for Institutional Equity and Diversity 
University of Oregon 
 
Dear Dr. Martinez: 
 
I am pleased to transmit the diversity action plans for each of the units in the 
portfolio of the Vice President for Finance and Administration (VPFA) and for 
the administrative office of the VPFA. These updated plans incorporate a number 
of the suggestions provided by the Diversity Advisory Committee (DAC) after 
their review of the plans in March. I appreciate the thoughtful and comprehensive 
comments about our original plans that were provided by the DAC. 
 
When I originally submitted these plans in March, the VPFA administrative office 
plan was a combined one that included the president’s office. Based on comments 
received during the Diversity Advisory Committee review, the president’s office 
plan has now been created and submitted as a separate one.  
 
The Enrollment Services Office has recently been added to the portfolio for which 
I am responsible. For this stage of the diversity strategic action plan process, 
however, the Enrollment Services plan will remain under the umbrella plan 
submitted by the Interim Vice President for Student Affairs.  
 
A quick survey of the units in the VPFA portfolio including Campus Operations, 
Human Resources, University Planning, Affirmative Action and Equal 
Opportunity, and Budget and Finance reveal a workforce critical to the 
administrative infrastructure and one that impacts the daily lives of all who work 
and study here.  Offices in these areas ensure the integrity of  the university’s 
hiring processes, manage financial operations, are charged with ensuring the 
health and safety of the working and learning environment and with creating a 
physical environment that is conducive to achieving the university’s objectives.  
These are essential functions and they come with enormous responsibility 
including the responsibility to provide proactive leadership in university diversity 
initiatives as is demonstrated in the plans each has submitted.  
 



In addition to the goals outlined by each of the units, a key strategic initiative is 
presented below.  Responsibility for achieving this goal resides with my office.  
In thinking about the particular issue of filling the pipeline it became apparent to 
me that within the VPFA portfolio the pipeline easily refers, among other things, 
to finding capable individuals to fill support positions that do not require a college 
degree.   This provides us with a unique responsibility and opportunity to look 
creatively at filling this pipeline in a way that creates the workforce of the future 
for the UO while enhancing diversity and providing training and educational 
benefits to staff as appropriate.  The resulting goal and process is stated below. 
 
Area of Emphasis 
 

III. Building Critical Mass 
IV. Expanding and Filling the Pipeline 

 
 
The role of units in the VPFA portfolio in connection with building critical mass 
and with expanding and filling the pipeline is well documented in the unit level 
reports.  The missing component is purposefully recruiting and training 
individuals to provide skills that will prepare them as successful applicants for 
support positions.  This is critical to the university’s ability to sustain a robust 
work force in an era of changing age demographics and in order to ensure that our 
workforce in support positions represents the diversity of individuals in the 
community available for these positions.  
 
Goal:  To create an apprenticeship program that focuses on the recruitment and 
training of entry level individuals to positions that do not require a degree.  The 
focus for this effort will be on individuals who otherwise might not have 
considered the University of Oregon a viable option for their employment. 
 
Actions:   

1. Appoint task force to identify apprenticeship opportunities in trades, 
maintenance and office support positions.  The task force should include 
individuals with experience or knowledge in alternative learning 
experiences or vocational education, connections to the K-12 community, 
and individuals representative of areas where apprenticeships may be 
appropriate. 

2. Work with task force to focus on one or two promising opportunities 
among those selected.  Develop program of recruitment, training and 
mentoring.  Address issues of personnel management including 
supervision and compensation.  Recommend budget and administrative 
structure. 

 
 
 
 



Indicators: 
1. Successful program design by spring 2008 with goal of attracting high 

school or high school equivalency completers to begin apprenticeships in 
summer 2008. 

2. Recruitment activities that attract desired apprenticeship candidates for 
successful program launch. 

3. Proactive interest among current UO staff in providing mentoring and 
training for apprentices. 

4. Participant satisfaction in program and success in finding permanent 
employment.  Assessment instruments to be determined. 

 
Timeline: 

1. Task force appointed summer 2007. 
2. Program design by spring 2008. 
3. Program launch summer 2008. 

 
Conclusion 
 
Those of us in leadership positions within this portfolio are excited about the 
institution’s commitment to a more diverse and welcoming environment at the 
University of Oregon.  We look forward to the opportunities and rewards that 
continued efforts in these endeavors will create for all of us. 
 
Best regards, 
 
/s/ Frances Dyke 
 
Frances Dyke, CFO and 
Vice President for Finance and Administration 
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University of Oregon  
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Office of the Vice President for Finance and Administration 
 
 

I. Mission of the Office of the Vice President for Finance and Administration 
 
The vice president for finance and administration (VPFA) advises the president and 
the provost on all financial matters. The VPFA manages support units including 
affirmative action and equal opportunity, budget and finance, campus operations, 
human resources, institutional research, public safety, and university planning.  

 
II. Organization structure/Units organization charts 

 
The attached chart (Attachment A) shows the organization structure of the VPFA 
office; a total of ten people work in this immediate office. 

 
III. History of diversity efforts in the unit 

 
The VPFA’s office has served as the focal point for the diversity efforts occurring 
across that division’s portfolio. The vice president for finance and administration will 
continue to provide the unifying force that addresses diversity strategic action plan 
efforts from the units across the VPFA portfolio. 
 
The vice president for finance and administration, along with other university 
administrators, also serves as a leader for these efforts throughout campus. Also, a 
number of staff from the VPFA office attended the diversity strategic action plan 
training sessions conducted by the Office of Institutional Equity and Diversity.   
 
Individual employees have attended relevant non-university training as well. For 
example, one staff member has attended continuing legal education training on 
“elimination of bias,” designed to educate attorneys in identifying and eliminating 
from the legal profession and from the practice of law biases against persons because 
of race, gender, economic status, creed, color, religion, national origin, disability, age 
or sexual orientation.  

 
IV. Resource Statement 

 
Staff time and resources have been used in creating this plan and will continue to be 
committed to the ongoing development of the plan in the future.    
 
In addition, the president, the provost, and the vice president for finance and 
administration will develop priorities for resources related to all college, school, and 
unit diversity action plans.   
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V. Plan Development/Committee Description 
 

An initial meeting was held for our employees to discuss the concept of diversity and 
to discuss the strategic action plan process. All employees in the VPFA office were 
invited to attend. This meeting was held in conjunction with the staff of the office of 
the president; the two offices were combined for this purpose as both are quite small. 
The initial meeting specifically discussed: 
 
1. University Diversity Plan background; 
2. How the Strategic Action Plan will relate to the Diversity Plan; 
3. Proposed steps to follow in creating our Strategic Action Plan; and 
4. Creation of Strategic Action Plan working committee. 
 
All employees were then given the opportunity to volunteer for participation on our 
diversity strategic action plan committee. Seven individuals from the office of the 
president and office of the vice president for finance and administration volunteered 
to serve on the committee; they comprise thirty percent of our total number of 
employees.   

 
The strategic action plan team subsequently met to: 
1. Review in detail the Strategic Action Plan components and requirements; 
2. Analyze past and current diversity efforts within our offices; and 
3. Assess diversity climate in our offices.  

 
As part of our environmental scan, the Office of Affirmative Action & Equal 
Opportunity provided us with a demographic summary of the employees in our 
office. Another component of our environmental scan is a survey that will be 
administered to all employees (see Attachment C). The survey is mentioned below in 
Point 1 of the Six Areas of Content Emphasis.  

 
All committee members had an opportunity to review this plan. The committee will 
continue to meet to identify action items and further refine our strategic action plan in 
the future. Committee members have been asked to provide their own input and 
solicit input from other employees in our offices. Two of the challenges identified by 
the committee were opportunities for training for office staff and improving the 
materials available for visitors and prospective students by offering them in languages 
other than English—beginning with Spanish. 
  

VI. Diversity value statement 
 

Diversity is of value to our office because, as the university president has stated, 
racial and ethnic diversity are essential components of quality and success in 
academe. Our office interacts with a wide variety of people from across campus and 
around the world. It is crucial for us to be welcoming and inclusive of people from all 
backgrounds and cultures.  
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We discussed the following themes as part of these efforts: 
• Importance of making every employee/prospective employee a part of a 

community in which they belong and are valued. 
• The need to provide ethical leadership as part of the university’s diversity efforts.   

 
VII. For the purpose of this strategic plan, define diversity 
 

As indicated in the University’s mission statement, diversity, as “an affirmation of 
individual identity within a welcoming community,” is a core value in our 
commitment to educational excellence. The concept of diversity is also embodied in 
the University of Oregon policy “to promote the rights of all individuals to equal 
opportunity in education and employment without regard to race, color, sex, national 
origin, age, religion, martial status, disability, veteran status, sexual orientation, 
gender identity, gender expression, or any other extraneous consideration not directly 
and substantively related to performance.” 

 
SIX AREAS OF CONTENT EMPHASIS 

 
Point 1 – Developing a Culturally Responsive Community 

 
Goal 1: Increase employees’ professional development.   

• Action 1: Administer survey to all employees in our offices (Attachment C). 
Measurement:  

 Surveys administered 
 Number of surveys received. 
 Whether the feedback suggests a need to refine the way in which 

training opportunities are provided to employees. 
Timeline: September 2007 
Responsibility: Brian Smith 
 

• Action 2: Track training received by employees.  
Measurement: Training being tracked. 
Timeline: Ongoing 
Responsibility:  Colleen McKillip 

 
Goal 2: Increase the assistance in solving problems for visitors to our offices. For 
visitors to our offices who have challenges in verbal communication, provide them with 
assistive devices.   

• Action 1: Provide access to assistive devices for hearing-impaired callers and vision-
impaired visitors to our offices.  

Measurement: All visitors with verbal impairments able to communicate with our 
office staff. 
Timeline: September 2007 
Responsibility: Colleen McKillip 
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• Action 2: Provide campus information resource pamphlets in languages other than 
English for visitors to our offices.  

Measurement: Pamphlets provided. 
Timeline: September 2007 
Responsibility: Colleen McKillip 

 
Point 2 – Improving Campus Climate 

 
Goal 1: Continue to serve as a catalytic leader for diversity efforts on campus.  

• Action 1: Continue to be involved as one of the leaders in these campus efforts. 
Measurement: Continued activities 
Timeline: Ongoing 
Responsibility: Frances Dyke 

 
• Action 2: Continue to provide the unifying force that addresses diversity strategic 

action plan efforts from the units across the VPFA portfolio.  
Measurement:  

 Continued monthly meetings involving all associate vice presidents, 
directors, and the assistant vice president to address these issues. At 
these meetings, information about diversity planning efforts is shared 
and best practices are discussed.  

 Increased sharing of ideas among these managers.   
Timeline: Ongoing 
Responsibility: Frances Dyke 

 
Point 3 – Building Critical Mass 

 
Goal 1: Increase outreach and recruitment that targets specific underutilized group 
members in our hiring processes. This applies specifically to searches in which an 
administrator in one of our offices is the direct hiring authority and/or chairs the search 
committee.   

• Action 1: Increase the use of targeted outreach to professional associations and 
listservs, especially those that focus on underutilized group members. 

Measurement: Increased targeted outreach occurring in each search. 
Timeline: Ongoing 
Responsibility: Any supervisor hiring an employee/chairing a search committee.  
 

• Action 2: When a search firm is used in the recruitment process, require the firm to 
conduct targeted outreach of underutilized group members. 

Measurement: Include language requiring targeted outreach in search firm 
contracts. 
Timeline: Ongoing 
Responsibility: Any supervisor hiring an employee/chairing a search committee.  
 

Point 4 – Expanding and Filling the Pipeline 
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Goal 1: Provide opportunities for students who are members of underutilized groups to 
experience career opportunities available in our offices.  

• Action 1: When hiring student workers and student interns, conduct targeted 
outreach for students who are members of underutilized groups.  

Measurement: Targeted outreach occurring in each hiring process. 
Timeline: Ongoing 
Responsibility: Any supervisor hiring a student worker.  

 
Point 5 – Developing and Strengthening Community Linkages 

 
Goal 1: Continue to serve as a catalytic leader for diversity efforts in the 
Eugene/Springfield community. 

• Action 1: Continue to seek opportunities for involvement such as that represented by 
the “Memorandum of Understanding Establishing a Diversity and Human Rights 
Consortium” (see Attachment B). 

Measurement: Continued activities 
Timeline: Ongoing 
Responsibility: Dave Frohnmayer & Frances Dyke 
 

Point 6 – Developing and Reinforcing Diversity Infrastructure 
 
Goal 1: Ensure that all new staff members in our offices are aware of internal policies, 
procedures and protocols relating to diversity issues. 

• Action 1: Provide one-on-one orientation for all new employees about all university 
policies and procedures as well as the history of diversity efforts in our offices and 
the future diversity activities that we will undertake.  

Measurement: All new hires receive orientation. 
Timeline: September 2007 
Responsibility: Any staff member supervising an employee.   
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Attachment A: Office of the Vice President for Finance & Administration Organization Chart 
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Attachment B: History of Diversity Efforts 
 

(See following pages)
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Attachment C: Survey Questions 
 
 Please provide details for each of your answers. 
 

1. Have you attended any training programs – at the university or elsewhere – related to any 
aspect of diversity? 

 
2. Would you be interested in attending any such training programs on campus in the 

future? 
 

3. Are there any other topics for training programs that would be of particular interest to 
you? 

 
4. Does your office provide growth and advancement opportunities equally to all 

employees? 
 

5. Does your office provide a comfortable work place atmosphere for employees? 
 

6. Does your office provide job opportunities to people from a variety of backgrounds? 
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Office of Affirmative Action and Equal Opportunity 
Strategic Diversity Action Plan 

 
OFFICE OF AFFIRMATIVE ACTION AND EQUAL OPPORTUNITY MISSION 
 
The mission of the Office of Affirmative Action and Equal Opportunity (OAAEO) is 
to work with all members of the University of Oregon community to help ensure 
that the university is meeting the letter and spirit of its legal obligations related to 
affirmative action, equal opportunity and nondiscrimination, and to support the 
university’s commitment to diversity.  Inherent in that mission is the recognition 
that a diverse workforce and student body will bring different perspectives, 
experiences, ideas and solutions to the classroom and workplace that will 
enhance the learning experience for all, helping to advance the boundaries of 
knowledge and contributing to the university’s ability to develop innovative 
strategies to address challenges facing the institution and the larger community 
that it serves.   
 
The mission of the OAAEO is aligned with and supportive of the University of 
Oregon mission, including specifically “a dedication to the principles of equality 
of opportunity and freedom from unfair discrimination for all members of the 
university community and an acceptance of true diversity as an affirmation of 
individual identity within a welcoming environment.”    
 
Specific responsibilities of the OAAEO include: 
 

• serving as a resource to the campus community with respect to issues 
of affirmative action, equal opportunity and prohibited discrimination; 

• serving as the Discrimination Grievance Counselor for all members of 
the campus community with concerns about prohibited discrimination 
as provided in Oregon Administrative Rule 571-003-0025(3), and as the 
office of record for formal discrimination complaints by students; 

• serving as a resource and monitoring unclassified searches for 
compliance with affirmative action and equal opportunity obligations; 

• coordinating the employment provisions of the Americans with 
Disabilities Act (ADA) and addressing complaints from members of the 
public regarding access; 

• maintaining a current and compliant affirmative action plan and 
promoting campus understanding of affirmative action obligations. 
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While the OAAEO’s primary responsibility is to help ensure institutional  
compliance with affirmative action and equal opportunity obligations, it can 
best serve that compliance role through proactive efforts to build understanding 
and support of underlying legal obligations and the institution’s independent 
commitment to diversity.  As a result, we value the opportunity to train, guide, 
support, and serve as a sounding board for the university community on issues 
related to diversity.  Staff at OAAEO continually strive to ensure that the office is 
accessible and supportive to all who have questions or concerns and that 
constituents and staff feel valued, safe and respected so that the OAAEO can 
serve as a value-added partner in the work of the university.    
    
See the attached for an organizational chart identifying the individuals and 
positions within the OAAEO. 
 
DEFINITION AND VALUE OF DIVERSITY 
 
The University’s Diversity Plan defines diversity as including, but not limited to, 
“differences based on race, 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.” 
 
The definition of ‘diversity’ is closely aligned to the university’s Equal Opportunity 
Policy, which is one of several core documents that guide the OAAEO’s work 
related to equal opportunity and prohibited discrimination.  Even though the 
office has a primary compliance function, nearly all of its work is directly related 
to and supportive of equity and diversity.   
 
PAST DIVERSITY AND EQUITY EFFORTS 
 
Since virtually all of the work of the OAAEO is directed to ensuring equality of 
opportunity, acting affirmatively as needed to meet that goal, one of the 
challenges for the OAAEO in connection with the strategic diversity action 
planning process has been to think more critically about each component of 
the OAAEO’s work and how that relates to the university diversity plan, and then 
to critically evaluate how that work could better support the university’s overall 
diversity efforts. 
 
A review of past efforts related to diversity generally, as opposed to ensuring 
compliance with underlying legal obligations, identified a number of important 
past efforts.  However, it also suggested a limited emphasis on proactive efforts 
related to compliance that directly support diversity (e.g. focusing more on 
technical and procedural compliance in the search process rather on the 
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proactive efforts such as broader outreach and recruitment and discussion with 
search committees/hiring authorities regarding unintentional bias).  For the past 
several years, the OAAEO has been focusing on proactive efforts.  The OAAEO 
Strategic Diversity Action Plan (SDAP) includes a number of proposed actions 
and strategies in support of the university’s overall diversity efforts.  Some are 
new but many reflect an extension of proactive efforts already underway.    
 
PLAN DEVELOPMENT AND PROCESS 
 
The OAAEO is a small, 5-person office.  All members of the staff have been 
integrally included in the strategic planning process.  The development of the 
office SDAP began with a staff retreat which provided the opportunity for review 
of the concept and definition of diversity, review of office history and mission, 
and review of past office diversity and equity efforts.  Each staff member was 
asked to provide further input on past efforts, how the work and activities of the 
office contribute to diversity, and whether others should be involved or 
consulted in developing the OAAEO plan. 
 
A first draft of the SDAP was developed from input received during and 
following the planning retreat.  A final draft of the SDAP was circulated to all 
staff for review and input.   
 
As to whether others should be involved or consulted in developing the SDAP, 
the consensus was that initial planning should reside with OAAEO staff.  
However, as part of its ongoing diversity effort, the OAAEO will solicit feedback 
and input from the following: administrative units with whom the OAAEO works 
closely, academic administrators, groups on campus representing the interests 
of underrepresented faculty, staff, and students, and other professionals and/or 
organizations with whom OAAEO might effectively partner in fulfilling its mission 
and responsibilities. 
 
AREAS OF EMPHASIS 
 
I. Developing a Culturally Responsive Community 
 
A culturally responsive community is one in which differences among 
constituents are acknowledged, valued and validated.  The OAAEO recognizes 
that such differences may require different approaches in working with 
individuals from different backgrounds and abilities.  In order to ensure an 
environment in which there is the opportunity for greater understanding, it is 
critically important that the OAAEO provide a safe and respectful environment 
for all members of the university community, whether that involves individuals  
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with discrimination concerns, individuals whose behavior has been called into 
question, managers and supervisors seeking assistance in managing issues within 
their areas of responsibility, or anyone else with an affirmative action, equal 
opportunity or diversity related question or concern.   
 
The OAAEO has undergone a philosophical shift over the last four years, moving 
from a “compliance cops” to a “compliance partners” framework.  Just as 
stereotyping can negatively affect the performance of students and 
employees, interacting with members of the campus community in a way that 
suggests a need for constant policing negatively affects the pride of 
engagement and accomplishment that ultimately will be the cornerstone of 
meaningful and sustained progress toward diversity.  The shift is intended to 
communicate our confidence that we are all working positively toward the 
common goal of a campus community in which diversity is reflected, respected, 
and valued.  Increased understanding among office staff of the role and 
responsibilities of the office, how day-to-day activities relate to and support 
underlying responsibilities, and how responsibilities relate to the broader goal of 
diversity has reinforced the underlying shift and contributed to more positive 
interactions with the campus community. 
 
Goal #1 
To reinforce effective partnership with and support of campus efforts, continue 
efforts to increase understanding among staff of the role and mission of the 
OAAEO, including the relationship between  affirmative action obligations and 
efforts relating to diversity.  [Internal focus] 
 
Actions: 

1. Provide staff with reading materials articulating the history, purpose, and 
foundations of Affirmative Action. 

2. Schedule ongoing discussions on the subject to occur during staff 
meetings. 

3. Ensure all staff receive training related to the work of the office, based on 
individualized needs. 

 
Indicators: 

• Evidence of greater understanding on the part of staff. 
• Improved communication among staff. 
• Occurrence of ongoing discussion of the history, purpose and legal 

foundation of affirmative action. 
• Receipt of training. 
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Timeline: 
• Materials provided and discussions scheduled to occur beginning on or 

about July 1, 2007. 
• Training to occur on an ongoing basis. 

 
Responsibility: 
OAAEO Director and AA/EO Specialist 
 
Goal #2 
Assess the success of the ongoing shift to serving as an effective partner.  
[External focus]  
 
Actions: 

1. Develop continuous improvement feedback form(s) inviting input from 
campus constituents regarding their interactions with the OAAEO – 
whether they were consistently treated in a respectful manner, whether 
the assistance they received was effective, and whether there is 
additional information that would better assist with their understanding of 
affirmative action and equal opportunity obligations and/or institutional 
commitment to diversity. 

2. Determine how and to whom the feedback form(s) should be distributed, 
e.g. to administrators, search committees, individuals seeking assistance, 
and others with whom the OAAEO works. 

3. Distribute the feedback form(s) consistent with identified plan. 
4. Review feedback form(s) on a regular basis. 
5. Use feedback to guide any necessary training or other activity necessary 

to ensure that the OAAEO is providing effective service in a respectful and 
culturally sensitive manner. 

 
Indicators: 

• Number of feedback forms received. 
• Nature of feedback and whether it suggests need to further refine the 

way in which the office interacts with campus constituents. 
 
Timeline: 

• Feedback form(s) developed by September 30, 2007. 
 

Responsibility: 
OAAEO Director, AA/EO Specialist, Office Manager/Executive Assistant, and 
Compliance Assistant 
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Goal #3 
Participate in presentation of training opportunities that contribute to a more 
culturally responsive community.  [External focus] 
 
Actions: 

• Continue to participate in training opportunities that address affirmative 
action, equal opportunity and diversity, both as an invited participant with 
other offices such as Human Resources and independently developing 
training unique to OAAEO objectives. 

 
Indicators: 

• Training that helps build understanding of affirmative action, equal 
opportunity and diversity continues to be available to the campus 
community, contributing to overall understanding and a more culturally 
responsive campus community. 

 
Timeline: 

• Ongoing 
 
Responsibility: 
OAAEO Director and AA/EO Specialist 
 
II. Improving Campus Climate 
 
OAAEO has the opportunity to impact and improve campus climate through 
the assistance and support it provides to other units on campus in connection 
with hiring, assistance in managing and resolving concerns relating to possible 
discrimination or harassment, and in coordinating the employment provisions of 
the ADA.  In all of its work, the OAAEO seeks to assist units in recognizing that 
providing an environment in which individuals feel valued, safe, and respected 
contributes positively to the work of the unit, but sometimes requires a different 
approach and viewing a situation from a different perspective.  The goal of the 
OAAEO in all of its work is to help build understanding, and through that 
increased understanding, help units reach positive resolution to issues involving 
possible affirmative action or equal opportunity issues.  Helping units to resolve 
issues at the lowest level possible, and as early as possible, typically leads to a 
more comprehensive, sustained and positive resolution.   
 
OAAEO has seen an increase in the number of requests for assistance with 
informal complaint resolution.  OAAEO assistance has been in the form of  
informal review, coaching, problem-solving, and training.  The increasing  
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number of requests and informal feedback received to date suggest an 
increased confidence on the part of campus constituents that OAAEO is an 
effective partner in problem resolution.  We will continue to nurture that 
confidence, since early, informal problem resolution minimizes the potential 
damage from tension within a classroom or workplace, saves the institution the 
time and effort involved in responding to more involved formal complaints, and 
contributes to a campus climate in which constituents feel their concerns will be 
heard and addressed. 
 
The OAAEO works closely with several offices and organizations on campus that 
address campus climate issues.  These include, but are not limited to: the Office 
of Institutional Equity & Diversity, Human Resources, Student Life including in 
particular the Bias Response Team and the Office of Conflict Resolution, 
Disability Issues and Advisory Committee, and the President’s Council on Race. 
 
Goal #1 
Continue efforts to assist campus constituents with early and comprehensive 
informal complaint resolution.  [External focus] 
 
Actions: 

1. Develop tools to more effectively communicate the availability of OAAEO 
to assist with informal complaint resolution – whether an update of the 
OAAEO brochure, a regular newsletter, or other communication tool. 

2. Develop a plan for distributing information regarding the OAAEO services 
in connection with informal complaint resolution so that students, staff, 
faculty and administrators who might need assistance know that OAAEO 
is a possible resource. 

3. Schedule meetings with Vice Presidents, Deans, Department Heads, and 
Directors of major organizational units, particularly those in which there 
have been past formal or informal issues of possible discrimination or 
harassment, to review how the OAAEO can best assist organizational units 
in connection with any emerging issues. 

4. Reinforce and expand outreach efforts to other offices to more effectively 
communicate the availability of OAAEO services in connection with 
informal complaint resolution. 

 
Indicators: 

• Number of instances in which OAAEO provides informal assistance with 
problem resolution. 
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Timeline: 
• Information tool(s) and distribution plan to be developed by September 

15, 2007. 
• Scheduling of meetings with Vice Presidents and Deans to be initiated by 

September 15, 2007; schedule for meetings with Department Heads, and 
directors of major organizational units to be developed in conjunction 
with the Vice Presidents and Deans. 

• Ongoing outreach to other offices to be ongoing. 
 

Responsibility: 
OAAEO Director, AA/EO Specialist, Office Manager/Executive Assistant 
 
III. Building Critical Mass 
 
The ability to recruit and retain talented employees who possess diverse skill sets, 
who can effectively work with individuals from diverse populations, and provide 
new ways to serve diverse communities is crucial to the success of an 
organization in our increasingly global society.  The university’s ability to attract 
and effectively serve a more diverse community necessarily requires recruiting 
and retaining a workforce that reflects the diversity of the population the  
University of Oregon aspires to serve. 
 
The OAAEO has both an internal and external role in connection with building 
critical mass.   
 
Internally, the OAAEO is committed to fostering diversity within its own workforce, 
as well as ensuring an environment in which all staff feel valued and respected.  
As a small office with a largely stable staff, the OAAEO has had very few 
opportunities to hire in the last several years.  As hiring opportunities arise, 
OAAEO is committed to conducting model searches.  
 
The OAAEO has a total of five employees.  Within the last year, one person of 
color resigned to take a higher level position; a person of color was hired to fill 
that vacancy.  Both women and people of color are well represented within the 
office (100% and 40% representation, respectively). 
 
With limited opportunities for hire, recent efforts have focused on professional 
development, both to assist employees in having a more comprehensive 
understanding of the work of the office and as a way of enhancing the work  
experience for staff.  Three employees, including both employees of color, 
attended job-related conferences or participated in other professional 
development opportunities in the last year.  Consistent with office needs, the 
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duties and responsibilities of all employees have changed and, in several cases, 
expanded, providing an opportunity for greater job satisfaction.  A concerted 
effort has been made to provide informal mentoring for all staff.    
 
Externally, the OAAEO’s efforts are to build campus-wide understanding of and 
genuine support for the institution’s affirmative action and equal opportunity 
obligations.  OAAEO strives to serve as a partner and resource in connection 
with unclassified hires, working with hiring authorities to ensure compliance with 
affirmative action and equal opportunity obligations, encouraging and 
supporting appropriate affirmative efforts to increase diversity in our applicant 
pools and among new hires.  In support of that effort, OAAEO is working on 
building an on-line compendium of outreach and recruitment resources that will 
be readily available and easy to use for hiring authorities and search 
committees. 
 
To date, the office has made strides in its work to generate better understanding 
and support for affirmative action.  An increasing number of units are engaging 
in substantive and innovative efforts to attract diverse applicant pools, are 
engaging in appropriate affirmative steps in the hiring process, and utilizing the  
expertise and resources of the OAAEO.   
 
Goal #1 
Identify avenues of outreach and recruitment most likely to reach and attract 
diverse applicant pools, and make those readily available to campus hiring 
authorities  in an easy-to-use format online.  [External focus] 
 
Actions: 

1. Compile a directory of outreach and recruitment resources, including hard 
copy and electronic venues, professional and academic organizations, 
colleges and universities with significant enrollments of women and minority 
students, etc. 

2. Make that directory, organized in a manner that facilitates easy use, 
available on the Affirmative Action and Human Resources web pages. 

 
Indicators: 

• Directory of outreach and recruitment resources readily available on line. 
• Increased efforts of targeted recruitment and outreach efforts. 

 
Timeline: 

• Have directory of outreach and recruitment resources posted on-line by 
September 15, 2007, with additions and refinement ongoing thereafter.  
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Responsibility: 
OAAEO Director, AA/EO Specialist, Office Manager/Executive Assistant 
 
Goal #2 
Continue efforts to increase the understanding of hiring authorities and search 
committees as to how aspects of the search process can contribute to or 
detract from their ongoing diversity efforts, and to encourage search 
committees to act affirmatively during the search process.  [External focus] 
 
Actions: 

1. Use information gleaned from continuous improvement feedback forms 
(Area of Emphasis I, Goal 2, above) to better understand what information 
hiring authorities and/or search committees find most helpful and what 
topics they would like to know more about. 

2. Use information obtained from meetings with vice presidents, deans, 
department heads and directors (Area of Emphasis II, Goal 1, above) to 
inform ongoing development of search committee briefings and other 
resources, such as compendium of carefully selected articles and other 
readings that address the value of diversity and practices that contribute 
to or detract from diversity. 

3. Revise the search committee briefings per information received from items 
#1 and 2. 

4. Track and compile data regarding searches in which hiring 
authorities/search committees are requesting information regarding 
diversity of applicant pool at the start of the application review and at 
other relevant points during the search process. 

 
Indicators: 

• Search committee briefing and other resources refined to more effectively 
communicate both legal obligations and strategies supporting greater 
diversity. 

• Increase in the number of hiring authorities/search committees engaging 
in affirmative steps, such as checking on the diversity of applicant pool 
throughout search process. 

 
Timeline: 

• Search committee briefing and development of additional supporting 
resources updated by September 15, 2007 for start of the new academic 
search season, with further refinement based on feedback and 
information from relevant administrators as received. 
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• Compilation of data regarding search committee exploration of diversity 
of applicant pools to begin March 15, 2007. 

 
Responsibility: 
OAAEO Director, AA/EO Specialist, Office Manager/Executive Assistant 
 
Goal #3 
Evaluate what data is most useful to campus administrators in understanding 
areas in which further work is needed to have a workforce representative of 
availability, and how searches and promotions are contributing to addressing 
areas of under-representation.  [External focus] 
 
Actions: 

1. Maintain current information regarding availability and under-
representation. 

2. Develop annual report of hiring and promotion activity and how that 
contributes to addressing areas of under-representation.  Review that 
report with Provost/Sr. Vice President and Vice Presidents for efficacy in 
helping campus administrators better understand where further 
affirmative efforts are needed. 

 
Indicators: 

• Current availability and under-representation data available to share with 
hiring authorities and search committees. 

• Annual report more closely linking department and organizational unit 
activity to areas of under-representation. 

 
Timeline: 

• Data and plan to be updated annually. 
• Report of hiring activity to be developed by December 31, 2007. 
 

Responsibility: 
OAAEO Director, AA/EO Specialist, Office Manager/Executive Assistant, Data 
Collection Coordinator 
 
Goal #4 
Support use of innovative recruitment and search strategies and practices 
among largely autonomous units across campus; recognize and celebrate 
successful efforts.  [External focus]  
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Actions: 
1. Develop process for collecting innovative strategies and practices from 

ongoing search activities. 
2. Develop and implement effective avenues for communicating those 

strategies, e.g. a regular newsletter or an innovative practices piece on 
the Affirmative Action Office webpage, in order to maximize sharing of 
information regarding successful strategies and minimize the extent to 
which individual units may be reinventing the same strategies. 

3. Explore appropriate avenues for celebrating successful efforts in ways that 
will motivate ongoing diversity efforts. 

 
Indicators: 

• Information regarding innovative strategies and practices readily 
available to hiring authorities and search committees. 

• Successful efforts recognized and celebrated. 
 
Timeline: 

• Process for collecting innovative strategies and practices developed and 
implemented by July 1, 2007. 

• Communication of innovative strategies and practices initiated by 
September 15, 2007. 

• Discussion/coordination with appropriate university administrators (Vice  
Provost for Academic Affairs, Vice Provost for Institutional Equity & 
Diversity, Associate Vice President for Human Resources) regarding 
avenues for celebrating successful efforts initiated by September 15, 2007, 
with timetable for implementation determined through those discussions. 

 
Responsibility: 
OAAEO Staff 
 
IV. Expanding and Filling the Pipeline 
 
The OAAEO’s role in connection with expanding and filling the pipeline primarily 
involves encouraging and promoting the hiring, promotion, retention, and 
development of individuals from underrepresented groups within the office.  
Most of that effort is in connection with its support and monitoring of the  
unclassified search process, addressed in Area of Emphasis III above. 
 
The OAAEO regularly employs one or more student workers.  Working with the 
Office of Multicultural Academic Support, we have been successful in  
identifying students to fill those positions.  The office will continue that practice.   
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OAAEO will continue to explore avenues by which it can contribute to campus 
efforts to attract, retain and provide a rewarding and enriching experience for 
an increasingly diverse student body. 
 
Goal #1 
Increase the efforts to attract student workers from underrepresented groups 
when such positions are open.  [Internal focus] 
 
Actions: 

1. Work with the Office of Multicultural Academic Support to post available 
positions.  

2. Notify student unions of available positions. 
 
Indicators: 

• Ongoing diversity among student workers. 
 
Timeline: 

• Ongoing as positions become available 
 

Responsibility: 
OAAEO Director and Office Manager/Executive Assistant 
 
Goal #2 
Foster an inclusive environment within OAAEO in which employees have a clear 
understanding of the values and expectations for how we work together in 
fulfilling our mission and are valued and treated with respect. 
 
Actions: 

1. Hold staff retreats bi-annually. 
2. Develop a statement of value and expectations to be distributed to all 

staff. 
3. Engage staff in a focused discussion regarding avenues for staff input 

related to office climate and effective teamwork.  Develop appropriate 
avenues for input based on that discussion. 

4. Take action as necessary in response to staff input regarding office 
climate and teamwork.  

5. Ensure understanding among staff regarding individual roles and 
responsibilities, and how each staff member’s work contributes to overall  
compliance and supports the work of the OAAEO. 
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Indicators: 
• Occurrence of regular staff retreats. 
• Discussion of safe avenues for staff input, and implementation of those 

avenues. 
• Increasingly effective teamwork. 
 

Timeline: 
• Staff retreats to begin by December 31, 2007. 
• Statement of values and expectations to be developed and shared with 

staff by September 30, 2007. 
• Focused discussion regarding avenues for staff input following distribution 

of statement of values and expectations, with implementation to follow. 
• Discussion regarding roles, responsibilities and how those contribute to 

overall work of OAAEO ongoing. 
 

Responsibility: 
OAAEO staff 
 
V. Developing and Strengthening Community Linkages 
 
Developing and maintaining ties with other organizations, both on and off 
campus, is important to ensuring the most comprehensive and effective support  
of institutional efforts in support of diversity and the university's increasingly 
diverse community.   
 
OAAEO regularly partners with a number of campus-based groups and offices, 
including the OIED affiliates, Human Resources, President’s Council on Race, Bias 
Response Team, various offices within Student Affairs, and others.  In addition, 
OAAEO regularly receive requests to provide support to other areas in ways that 
are related but not necessarily part of our core function – participating in the 
Law School Mediation Training, making presentations to student groups and 
classes.   
  
While OAAEO recognizes the value of community linkages and has established 
relationships with some local public agencies, to date those have not received 
the same level of attention as on-campus partnerships.   
 
The limited number of OAAEO staff and the volume of OAAEO work make 
spending time away from the duties of the office a significant challenge.  Thus, 
staff must regularly make decisions about priorities and the use of time. 
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Goal #1 
Maintain relationships with individuals and organizations within and outside of 
the UO community.  [External focus] 
 
Actions: 

1. Continue to nurture existing relationships with individuals, offices and 
organizations whose work is related to the functions of the OAAEO. 

2. Continue to seek out opportunities to work with, support and assist OAAEO 
partners. 

3. Provide opportunities for all OAAEO staff to be involved with partners. 
 

Indicators: 
• Continued and expanded internal and external relationships 
• Continued opportunities to work with partners 
• Increased involvement of OAAEO staff in internal and external 

relationships 
 

Timeline: 
• Ongoing 
• Increased involvement to occur as opportunities arise and are consistent 

with current priorities. 
 
Responsibility: 
OAAEO Staff 
 
VI. Developing and Reinforcing Diversity Infrastructure 
 
Given its compliance function, the OAAEO plays a central and critical role in the 
campus infrastructure supporting diversity.  All aspects of OAAEO work – support 
and monitoring of the unclassified hiring process, formal and informal complaint 
assistance, coordination of the employment provisions of the ADA, and 
development of the campus affirmative action plan – are part of the diversity 
infrastructure.  The office serves a key role in communicating, explaining, 
interpreting and ensuring compliance with university policies and procedures 
related to affirmative action and equal opportunity.  The office also serves a role 
in the ongoing review and updating of existing policies and procedures.   
 
Given the multiple informal and formal discrimination complaint processes 
available on campus, there is confusion within the campus community about 
what office(s) can provide what assistance.  The lack of a single, clearly 
articulated complaint process for addressing discrimination concerns makes it  
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difficult to ensure constituents are aware of their options for addressing 
complaints and may result in some concerns going unaddressed.  Providing 
multiple entry points for addressing concerns can increase the likelihood that an  
individual will find some means to make their concern known.  However, it also 
creates a significant challenge in terms of ensuring appropriate coordination 
and consistency in response, overcoming the current confusion as to where to 
refer individuals with discrimination and harassment concerns, and allowing for a 
broad and comprehensive understanding of campus climate based on the 
volume and nature of reported concerns.  Further review is needed of whether 
the campus would be better served by a single discrimination complaint 
process. 
 
The OAAEO serves as the office of record for formal discrimination complaints by 
students that involve behaviors by university employees.  In addition, the OAAEO 
is typically asked to conduct investigations in connection with formal 
discrimination complaints brought by classified and unclassified staff through the 
complaint processes available to those employees.  In every case, the OAAEO is 
committed to conducting objective and thorough investigations, serving as an 
objective fact-finder and treating complainants, respondents and witnesses with 
the utmost respect. 
 
While the office has established policies and procedures related to all aspects of  
its work, those have not been formally compiled into a policies and procedures 
manual readily available for review within or outside of the office.  
Systematically compiling a formal policies and procedures manual will serve as 
a resource for staff within the office, and provide useful information that can be 
shared with others as appropriate – e.g. a written explanation of the interactive 
ADA eligibility/accommodation process for supervisors and employees 
interested in engaging in that process. 
 
Goal #1 
Work with the Office of Institutional Equity and Diversity, Human Resources, and 
other offices that may be appropriate to evaluate whether the university would 
be better served by having a single discrimination complaint process for all 
members of the university community.  [External focus] 
 
Actions: 

1. Begin discussion with OIED and HR regarding the possible benefits and/or 
pitfalls of a single discrimination complaint process. 

2. Identify other parties that need to be engaged in ongoing evaluation of 
current discrimination complaint processes, and initiate further discussion 
as appropriate. 
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Indicators: 

• Better understanding of whether current complaint processes are most 
effectively serving the university. 

• Development of improved process(es) as needed to ensure that 
discrimination complaint process is effective, accessible and understood 
by the campus community. 

 
Timeline: 

• Schedule initial discussion between OIED and HR prior to the start of Fall 
Term 2007.   

• Further action and timeline dependent on that initial discussion. 
 
Responsibility: 
OAAEO Director, AA/EO Specialist 
 
Goal #2 
Ensure that OAAEO  reports of formal investigations are comprehensive and 
effectively communicate to the Affirmative Action Administrative Council 
(AAAC) or other decision makers the specifics of the discrimination concern(s) 
raised by the complainant and evidence relevant to those concern(s) so that 
decision makers are  able to make fair and informed decisions fully supported 
by underlying evidence.  [External focus] 
 
Actions: 

1. Develop feedback form to be completed by AAAC and other decision 
makers following a formal grievance investigation. 

2. Take appropriate steps per item #1. 
 
Indicators: 

• Feedback received from AAAC and other designated decision makers in 
the classified and faculty grievance processes. 

• Investigative process strengthened to better support the formal complaint 
process and needs of decision makers. 

 
Timeline: 

• Feedback form developed by September 30, 2007. 
• Implementation by December 31, 2007, with each new formal complaint  
 investigation. 
 

Responsibility: 
OAAEO Director and AA/EO Specialist 
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Goal #3 
Review formal and informal complaints and evaluate complaint processes to 
identify any areas for improvement.  [Internal focus] 
 
Actions: 

1. Conduct annual review of cases to determine if there are repeat actions 
or behaviors, or if cases are being appealed elsewhere. 

2. If review suggests areas for improvement, make appropriate adjustments 
in process. 

3. Generate annual report reflecting the number of formal and informal 
complaints, the bases for the complaints, and the outcome (cause 
finding, no cause finding, informal resolution, no resolution reached, etc.) 

 
Indicators: 

• Number of repeat actions or behaviors. 
• Number of appeals. 
• Adjustments to processes if warranted. 
• Number and nature of complaints annually. 

 
Timeline: 

• Review to occur within one year and annually thereafter. 
 
Responsibility: 
OAAEO Director, AA/EO Specialist, Office Manager/Executive Assistant, Data 
Collection Coordinator 
 
Goal #4 
Review ADA cases and evaluate the ADA eligibility/accommodation process to 
identify any areas for improvement.  [Internal focus] 
 
Action: 

1. Conduct annual review all new ADA requests to ensure that each matter 
has been appropriately pursued and documented. 

2. If review suggests any areas for improvement, make appropriate 
adjustments in process. 

3. Generate annual report regarding the number and outcome 
(accommodation provided, eligible but no accommodation identified, 
not eligible, etc.) of active ADA requests. 

 
 
 



OAAEO Strategic Diversity Action Plan 
6/18/07 

 
 

Page 19 

Indicators: 
• Number of ADA requests. 
• Adjustments to process if warranted. 
• Number and outcome of ADA requests. 

 
Timeline: 

• Review to occur within one year and annually thereafter 
 
Responsibility: 
OAAEO Director, AA/EO Specialist, Office Manager/Executive Assistant, Data 
Collection Coordinator 
 
Goal #5 
Systematically compile existing OAAEO policies, procedures and practices into 
a formal policies and procedures manual.  [Internal focus] 
 
Actions: 

1. Identify all existing office policies, procedures, and practices. 
2. Review policies, procedures, and practices for any necessary updating 
3. Compile updated policies, procedures and practices into a formal policy 

and procedure manual. 
 
Indicators: 

• Development of a comprehensive OAAEO Policies & Procedures Manual. 
 
Timeline: 

• Identification and review of policies, procedures, and practices to occur 
by December 31, 2007, with compilation into a formal Policy and 
Procedure Manual by March 31, 2008. 

 
Responsibility 
OAAEO Staff 
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RESOURCE STATEMENT 
 
The OAAEO Strategic Diversity Action Plan will require significant staff time.  
Actions requiring data collection will require both staff time and some monetary 
cost in producing information collecting tools.  There will also be some monetary 
cost involved in producing information sharing materials, conducting retreats, 
and training.  OAAEO will have a better understanding of the resource 
implications of its strategic diversity action plan as the planning process 
continues.
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University of Oregon 
Strategic Diversity Action Plan 

 
Budget and Finance Division 

 Budget and Resource Planning 
 Business Affairs 
 Purchasing and Contracting Services 
 Printing and Mailing Services 

 
 
I. Mission and Guiding Principles 
 
The units of the Budget and Finance division serve the teaching, research, and public 
service missions of the university by: 

 providing effective, proactive, and responsive financial and business services; 
 promoting progressive and sustainable business practices; and 
 ensuring appropriate stewardship of the university’s resources. 

 
We serve as a strategic partner with the university’s core academic mission – 
anticipating needs and seeking ways to enable its success. 
 
The attached memorandum titled “Values and Expectations” (Attachment A) forms the 
basis for how we expect to work together in fulfilling our mission. 
 
 
II. Organizational Structure 
 
The attached organizational chart (Attachment B) shows the alignment of functions 
within the Budget and Finance area.  Attachment C provides a snapshot of current 
employee demographics. 
 
 
III. History of Diversity Efforts / Creating Change 
 
Budget and Finance areas have seen significant change in the past two years – 
particularly in leadership, organization, and culture.  Upon the retirement of the former 
Business Affairs Director, the university consolidated business and finance areas under 
the leadership of an associate vice president position in order to enhance coordination 
and communication between these critical functions.  This organizational change, and 
subsequent administrative transitions, has opened the way to a process of assessment, 
restructuring, and redirection. 
 
Organizational changes in the past year have included:  (1) restructuring of the 
Business Affairs Office and creation of three newly configured functional units reporting 
to the AVP (Business Affairs, Purchasing and Contracting Services, and Printing and 
Mailing Services); (2) refocusing the Office of Resource Management and recognizing 

 Budget and Finance - March 2007 Revision 
Page 1 



Institutional Research and Budget and Resource Planning as connected yet distinct 
functions; and (3) defining organizational needs and recruiting new leaders to assume 
vacant or recently restructured roles within these functions. 
 
As is true with any significant transformation, these changes have created both 
challenges and opportunities for individuals and the organization as a whole.  Change 
creates uncertainty and at times impatience, as employees and customers wonder what 
is to come.  Change shakes us out of our comfort zones, and this can be alternatively 
exciting and stressful.  Most significantly, change creates many opportunities for 
dialogue – about what has been, what is to come, what we are, what we will be, and 
how we serve the university.  Organizational changes allow us the opportunity to 
rediscover what we do and how we relate to others in doing it.  Over the past months, 
many such conversations have taken place, and diversity-related topics have been a 
central component of many of these discussions.  
 
In addition to these more global conversations, the following are efforts devoted 
specifically to diversity topics: 

 Recent staff meetings have included guest speakers from: 
o Disability Services 
o Many Nations Longhouse 
o Nontraditional Students Union 

 Attendance was encouraged, and many staff participated, in the forums on 
Cultural Competency.  Several follow-up meetings were held to continue 
discussions between staff who were able to attend and those who were not.   

 Attendance was encouraged, and many staff participated, in the dedication of the 
Many Nations Longhouse. 

 Attendance was encouraged, and many staff participated, in University Senate 
meeting discussions regarding the UO Diversity Plan. 

 Several emergent issues enabled open and productive discussions regarding 
issues of free speech, religious differences, and workplace culture and climate. 

 Budget and Finance areas have actively engaged in working with Minority, 
Women, and Emerging Small Business owners to educate them on our 
purchasing and contracting processes in order to increase participation by 
MWESB vendors. 

 Recruiting, hiring, and promotion policies and practices have been changed to 
ensure a culture that promotes and supports diversity. 

 Salary equity analyses have been performed and a number of inequities 
addressed through reclassifications and the recent salary increase process. 

 The memorandum titled “Values and Expectations” has been distributed to and 
discussed with division employees. 

 
 
IV. Resource Statement 
 
Units within Budget and Finance are in the process of reassessing the resources 
needed to best serve their mission and the future needs of the university, and this has 
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included a re-evaluation of the utilization of resources for professional development.  In 
the coming year, we will be focusing staff training and education efforts on a portfolio of 
topics derived from planning discussions over the past several months.  The framework 
for these efforts includes:  (1) identifying skills and abilities needed to perform individual 
jobs; (2) identifying skills and abilities needed to perform collectively as a team; and (3) 
identifying opportunities and resources for training and development that enhance these 
skills and abilities. 
 
 
V. Process for Plan Development 
 
The diversity plan for the Budget and Finance areas is an evolving work in progress and 
will continue to be revised as it is informed by more detailed exploration of each of the 
six areas of emphasis.  As key leadership positions are filled in the various units and we 
proceed, we will continue to refine and formalize strategic and implementation plans for 
our work. 
 
In the past year an informal environmental scan process has been conducted as new 
leadership has become familiar with the division.  This process has included 
discussions between the associate vice president and various university constituencies 
regarding the services provided by the Budget and Finance areas; small group and 
individual discussions with staff; and participation in university-wide and divisional 
forums regarding diversity topics. 
 
Based on consultation with division staff and managers, a next step in the development 
of the areas of emphasis will be to engage in a more formalized environmental scan 
process.  The following next steps are planned for implementation:  (1) appointment of a 
committee to work with the associate vice president on workplace climate issues and to 
assess customer service areas; and (2) working with Institutional Research and OIED to 
develop survey instruments to assess opportunities and challenges in the area of 
workplace, customer service, and community interaction; and (3) identifying 
implementation actions for programs responsive to the development areas identified.   
 
 
VI. Diversity Value Statement 
 
The UO Diversity 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.” 
 
A diversity of ideas is another important quality that we value.  Promoting an 
environment where different points of view and the ability to question are encouraged, 
valued, and supported is vital to an organizational culture that is rich, dynamic, and 
open to change. 
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Valuing diversity in all aspects of our work and in our interactions with our customers 
and constituents is vital and integral to our success.  As such, our strategic actions in 
support of diversity are integrated with our overall strategic planning – they are not 
considered a “program” or an add-on activity. 
 
 
AREAS OF EMPHASIS 

 
 
Point 1:  Developing a Culturally Responsive Community 
 
Developing and providing a culturally responsive community is essential to our ability to 
work together as a team within the Budget and Finance areas and to partner with our 
many constituencies, including students, faculty, staff, parents, vendors, etc.  As such, 
we view a culturally responsive community as an integral component of what we need 
to be in order to succeed.   
 
Goal 1:  Promote an inclusive and respectful workplace climate within all units of 
Budget and Finance. 
 
Action Items: 

1. Through collaborative efforts, identify strengths and areas for improvement in 
workplace climate in Budget and Finance areas. 

a. Measurement:  Completed assessment of workplace climate and 
documentation of action plan to address areas needing improvement. 

b. Timeline:  June 2008 
c. Responsibility:  AVP with diversity planning committee 

 
2. Finalize an annual plan for professional development that addresses both 

corporate and position-specific development needs and that features diversity 
topics as a vital component. 

a. Measurement:  Completed plan and progress report documenting 
attendance in professional development sessions. 

b. Timeline:  June 2008 
c. Responsibility:  AVP, all managers and supervisors 

 
3. Ensure that statement on values and expectations is shared with all new 

employees as part of the orientation process. 
a. Measurement:  Documentation by managers that this has been 

completed. 
b. Timeline:  Ongoing 
c. Responsibility:  AVP, all supervisors 

 
4. Ensure that the statement, “Ability to work effectively with faculty, staff and 

students from a variety of diverse backgrounds” is included as a required 
qualification in all position announcements.  Ensure that the statement, “The 
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successful candidate will possess a leadership style that reflects modern 
management practices and promotes diversity in the workplace” is included as a 
required qualification in all supervisory position announcements. 

a. Measurement:  Documented postings that include this language. 
b. Timeline:  Ongoing 
c. Responsibility:  AVP, all supervisors 

 
5. Ensure that performance evaluations for all employees include an assessment of 

the individual’s ability to interact with colleagues and constituencies in a 
respectful and inclusive manner.  For supervisory employees, this evaluation will 
include an assessment of the individual’s actions in promoting a positive 
workplace climate.  Where areas for improvement are noted, there will be an 
accompanying suggested plan for development. 

a. Measurement:  Documented assessment in performance evaluation 
narrative. 

b. Timeline:  All evaluations completed after April 1, 2007 
c. Responsibility:  AVP, all supervisors 

 
6. Hold periodic informal cross-functional employee discussions to provide 

information, answer questions, and discuss employee concerns.   
a. Measurement:  Completed sessions and documented follow-up actions as 

appropriate. 
b. Timeline:  Ongoing 
c. Responsibility:  AVP 

 
 
Goal 2:  Promote interactions and relationships with all constituencies that 
provide a welcoming and inclusive environment that is respectful of diverse 
members. 
 
Action Items: 

1. Identify strengths and areas for improvement in customer service in all Budget 
and Finance areas.  This comprehensive assessment will include specific queries 
regarding accessibility of services to constituents of diverse background and 
ability. 

a. Measurement:  Completed assessment of customer services (via survey) 
and documentation of action plan to address areas needing improvement. 

b. Timeline:  June 2008 
c. Responsibility:  AVP with diversity planning committee 

 
2. Continue and expand work with OUS regarding vendor relationships with 

Minority, Women, and Emerging Small Business Owners to enhance competition 
for university purchasing and contracts. 

a. Measurement:  Completed education sessions held with MWESB 
constituents; documented advertising for contracts and purchasing that 
promotes MWESB participation. 
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b. Timeline:  Ongoing 
c. Responsibility:  Purchasing and Contracting Services 

 
3. Encourage employee participation in university discussions that focus on 

diversity topics, particularly with regard to anticipating future customer needs 
related to changing demographics. 

a. Measurement:  Attendance at relevant sessions and follow-up staff 
meeting discussions. 

b. Timeline:  Ongoing 
c. Responsibility:  AVP, all supervisors 

 
 
Point 2:  Improving Campus Climate 
 
As key service units of the university, the work of Budget and Finance entails a great 
deal of contact with a wide variety of constituencies.  To supplement measures aimed at 
promoting a comprehensive cultural understanding, it is important to promote positive 
resolution skills to address the inevitable conflicts that arise in any large and complex 
environment.  
 
Goal 1:  Improve and enhance conflict resolution skills among Budget and 
Finance employees. 
 
Action items: 

1. Provide professional development sessions for all employees that provide tools 
and resources for preventing, mediating, and resolving conflicts, including 
harassment and discrimination complaints. 

a. Measurement:  Attendance at relevant sessions and follow-up staff 
meeting discussions. 

b. Timeline:  June 2008 
c. Responsibility:  AVP 

 
 
Point 3:  Building a Critical Mass 
 
Recently, hiring and promotion practices within Budget and Finance areas have been 
reviewed and changes implemented to enhance recruitment and retention of a more 
diverse workforce.  Looking forward, it is important to continue work in these areas to 
ensure a diverse organization that is robust and well-poised to serve the changing 
needs of an increasingly global and dynamic university.  
 
Goal 1:  Enhance recruitment practices to attract a diverse pool of applicants. 
 
Action items: 

1. In consultation with Human Resources and the Affirmative Action Office, assess 
recent recruitment processes to better understand applicant demographics, 
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advertising approaches that have yielded applications, and recruitment strategies 
that may be yet untapped.  Discuss findings and strategies with supervisors to 
support future recruitments.   

a. Measurement:  Size and diversity of future applicant pools. 
b. Timeline:  Ongoing 
c. Responsibility:  AVP, all supervisors 

 
Goal 2:  Enhance employee retention practices. 
 
Action items: 

1. Conduct exit interviews of all employees who leave the university or the 
department to enhance our understanding of factors that influenced their 
departure.  Identify any workplace issues needing improvement and 
communicate with appropriate university constituencies in a manner that 
respects confidentiality. 

a. Measurement:  Completion of exit interviews and demonstrated 
meaningful follow-up. 

b. Timeline:  Any employees leaving Budget and Finance departments or the 
university after April 1, 2007. 

c. Responsibility:  All supervisors 
 

2. Explore the nature and effectiveness of current departmental employee 
recognition programs and make recommendations for improvements. 

a. Measurement:  Demonstrated implementation of recommendations. 
b. Timeline:  June 2008 
c. Responsibility:  AVP with diversity planning committee 

 
3. Explore and develop career tracks that aid in employee development and 

organization succession planning.  Evaluate obstacles to employee development 
and strategies for promoting career growth. 

a. Measurement:  Documented development of departmental career path 
strategies. 

b. Timeline:  Evaluation phase – (July 2008); Implementation (TBD) 
c. Responsibility:  AVP with diversity planning committee, Human 

Resources, and others as appropriate 
 
 
Point 4:  Expanding and Filling the Pipeline 
 
Outreach to K-12 students and development of university pipeline programs is a goal of 
the Diversity Plan for the University of Oregon.  Development of such programs may 
imply a need for different business models that provide incentives to academic units 
engaged in these activities. 
 
Goal 1:  Explore potential financial models to support planned outreach programs 
in support of diversity and recruitment. 
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Action items: 

1. Advise on financial strategies, assess best practices, and perform financial 
modeling as requested to support institutional goals. 

a. Measurement:  Completed development of financial allocation models. 
b. Timeline:  TBD based on institutional planning 
c. Responsibility:  Budget and Resource Planning 

 
 
Point 5:  Developing and Strengthening Community Linkages 
 
Engagement in the local community enhances the experience and perspective of 
individual employees, brings information-sharing to the work environment, supports 
recruitment, and increases the visibility of the university in the community.  A number of 
Budget and Finance staff are engaged in local activities, and it is important to support 
and encourage employees in participating in the broader community.   
 
Goal 1:  Increase employee awareness and encourage employees to participate in 
community organizations / activities – particularly in areas that promote diversity. 
 
Action items: 

1. Schedule guest speakers from local organizations to speak on community and 
diversity topics as part of regular staff meetings. 

a. Measurement:  Number of guest speakers hosted by Budget and Finance 
b. Timeline:  June 2008 
c. Responsibility:  AVP with diversity planning committee 

 
2. Recognize employee participation in community activities as a beneficial 

complement to their regular university duties. 
a. Measurement:  Inclusion in the employee evaluation process 
b. Timeline:  Employee evaluations completed after April 1, 2007 
c. Responsibility:  AVP with diversity planning committee 

 
 
Point 6:  Developing and Reinforcing Diversity Infrastructure 
 
Goal 1:  Participate as an active partner with the Office of Institutional Equity and 
Diversity in the continuous development and implementation of diversity 
initiatives in the Budget and Finance areas. 
 
Goal 2:  Ensure dissemination and continued discussion of this Strategic 
Diversity Action Plan with all Budget and Finance employees. 
 
Goal 3:  Work collaboratively with university partners to support diversity plan 
initiatives across the institution. 
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Attachment C

Associate VP for Budget and Finance Area Employee Counts

Gender Ethnicity

Area/Type Total Female Male Asian Black Hispanic
Native 

American
Pacific 

Islander
Multi-
Ethnic White Declined

Budget and Resource Planning

Admin 14.286% 14.286% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 14.286%

OA 57.143% 42.857% 14.286% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 57.143% 0.000%

Student 28.571% 28.571% 0.000% 0.000% 0.000% 14.286% 0.000% 0.000% 0.000% 14.286% 0.000%

Total, Bdgt & Resource Plan 100.000% 85.71% 14.286% 0 0 14.286% 0 0 0 71.429% 14.286%

Business Affairs Office

Admin 1.471% 0.000% 1.471% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 1.471% 0.000%

Staff 63.235% 45.588% 17.647% 1.471% 1.471% 1.471% 0.000% 0.000% 0.000% 58.824% 0.000%

OA 27.941% 20.588% 7.353% 1.471% 0.000% 0.000% 1.471% 0.000% 0.000% 25.000% 0.000%

Student 7.353% 7.353% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 1.471% 5.882% 0.000%

Total, Business Affairs 100.000% 73.530% 26.471% 2.941% 1.471% 1.471% 1.471% 0.000% 1.471% 91.176% 0.000%

Printing & Mailing Services

Staff 69.388% 30.612% 38.776% 0.000% 0.000% 6.122% 2.041% 2.041% 0.000% 57.143% 2.041%

Staff Post-Retired 2.041% 0.000% 2.041% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 2.041% 0.000%

OA 8.163% 4.082% 4.082% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 8.163% 0.000%

Student 6.122% 6.122% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 6.122% 0.000%

Temp 14.286% 2.041% 12.245% 0.000% 0.000% 0.000% 0.000% 0.000% 0.000% 10.204% 4.082%

Total, Printing & Mail Svcs 100.000% 42.857% 57.144% 0.000% 0.000% 6.122% 2.041% 2.041% 0.000% 83.673% 6.122%

Source:  Personnel download for period December 1, 2006 to February 28, 2007 for non-terminated employees on payroll. 
             Does not include vacant positions.
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I. About Campus Operations

The University of Oregon Division of Campus Operations encompasses two departments; Facilities Services
and Environmental Health and Safety.

Facilities Services is responsible for the maintenance and repair of all campus buildings and grounds,
utilities distribution, custodial and garbage services, campus recycling, remodel and renovation projects, and capital
construction and repair.

Environmental Health and Safety assists university departments in achieving a safe, healthful and
environmentally responsible campus. This includes working with the campus community on compliance with
environmental regulations, worker safety and health issues, research laboratory safety, creating and maintaining fire
safe environments, and managing the workers' compensation program.

Campus Operations employs 220 classified staff and officers of administration, plus approximately 60
student workers. Approximately one-third of our employees work an off-shift, and the Central Power Station is a
2417 operalion.

The University of Oregon campus consists of 3.1 million gross square feet of Education and General (non-
auxiliary) space on 230 acres. The age of campus buildings range from 125 years to current construction, with
several major capital construction projects planned over the next 5 years.

General principles used to guide the work of Campus Operations are:
- create an effective environment for learning and teaching
- promote customer involvement and communications
- commitment to employee on-the-job safety and a safe physical environment for campus community
- practice sound fiscal decision-making
- encourage team work amongst the various units of Campus Operations

II. Call for Action

From the University of Oregon Diversity Plan, page 7, Scope of the Diversity Plan:

"The Diversity Plan should be viewed as a call to action, one that requires attention at all levels and
hard work by all members of the University community and of the external community. Perhaps
the most important directive embodied in the Diversity Plan is the expectation that each unit
undertake strategic planning focused on diversity issues. (Emphasis addec[) The Diversity Plan
provides guidance on issues that those unit-developed Strategic Action Plans should address."

As a part of the University of Oregon, Campus Operations has a responsibility to uphold and advance
diversity initiatives, whether they come from our Action Plan, or from university-wide recommendations.

For purposes of this Strategic Action Plan, Campus Operations will use the definition of diversity as set
forth in the UO Diversity Plan, page l3:

"Diversity refers to the differences or variations ofpeople based on their different backgrounds and
experiences related tq identification with particular groups or communities. . . . For purposes of this
Diversity Plan, the term diversity is given a broad meaning and includes, but is not limited to,
differences based on race, ethnicity, national origin or citizenship, gender, religious affiliation or
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background, sexual orientation, gender identity, economic class or status, political affiliation or
beliel and ability or disability."

On September 30, 2006, Campus Operations employees were notified via the monthly employee newsletter
of the need to develop a strategic diversity action plan (DAP) (Appendix H). Employees interested in participating
in the plan's development were encouraged to contact Greta Pressman, project coordinator. A group of seven
employees, plus the coordinator, formed the core committee tasked with developing the Campus Operations
Strategic Diversity Action Plan.
Diversity Action Plan (DAP) Development Team members:

Jeremy Chambers, EH&S technologist
Johnny Earl, lead worker, Custodial Services
Tim King, supervisor (retired), Exterior Team
Susan Osterman, buyer, Facilities Services
Greta Pressman, manager (retired), Facilities Services
Chris Silva, payroll/personnel administration, Facilities Services
Mo Soleimani, supervisor, Central Power Station
Candice Woyak, pipe & steam ffiter,Zone B, Facilities Services

Campus Operations recognizes that this process to create and implement a Strategic Diversity Action Plan
will be ongoing and will not end with the approval of this plan.

III. Diversity Value Statement

The value of diversity to the university, to departments such as Campus Operations, and to individuals such
as employees of Campus Operations is clear. From page 23 of the UO Diversity Plan:

"All members of the University community share in the responsibility of creating and maintaining a
learning and working environment that recognizes the value of diversity. All members of the
University will benefit from increased diversity at the University and from the efforts to build a safe
inclusive and just campus climate."

Through diversity, Campus Operations becomes better prepared to work with other campus departments
who are our customers, as they too become more diverse. This will enable us to be a better provider of services to
campus. Also through diversity, our organization can enhance the feelings of inclusion, respect and safety of our
emolovees.

IV. Review of Current Policies and Practices

Over the past five years, Campus Operations has sponsored a series of ongoing educational programs for all
employees, targeting harassment and inappropriate behavior, discrimination, and conflict resolution. The content of
these programs came about as the result of past employee relations issues. See Appendix G for full listing of these
training programs. In addition, all Officers of Administration recently completed a four hour (management action in
the moment) training program "Intervening in Inappropriate Behavior."

The following documents are reviewed with all new employees, and are also included in the new employee
orientation packet (see Appendix F):
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- UO Affirmation of Community Standards (ll7l02)
- "It's About Respect", Harassment and Discrimination Policy and Training Manual for Campus Operations
- Facilities Services Work Rules, including a section on Prohibited Behavior

V. Review of Mission Statements

The mission statements for Facilities Services and Environmental Health and Safety outline the purpose of
the two units, provide a backdrop for organizational objectives, and assist in guiding future decisions/direction.

The DAP Development Team reviewed the mission statements to consider the inclusion of diversity
statements as appropriate. The mission statements were amended and forwarded to the Campus Operations
management team for review, comment, and approval.

Copies of the mission statements can be found in Appendix B.

VI. Environmental Scan

At the request of the Diversity Action Plan (DAP) Development Team, the Office of Affirmative Action and
Equal Opportunity provided a 2004 demographic data report, by gender and race (Appendix C). Slightly less than
lJoh of all current employees are people of color, and there are no people of color in an unclassified (supervisory)
position

The data contained in this demographic report can be used as a baseline data set when the effectiveness of
this plan is reviewed in future years.

A subset of the DAP Development Team created a survey tool which was given to all employees. The
survey was reviewed and approved by the Campus Operations management team and the full DAP Development
Team.

The survey was presented to each shop/work unit by a member of the DAP Development Team. Time was
set aside for the surveys to be completed at the time they were distributed. To ensure anonymity, surveys were
collected and placed in an envelop by a member of the DAP Development Team and forwarded directly to the
project coordinator. A total of 232 surveys were completed. It should be noted that although all employees were
given the opportunity to complete a survey, some chose not to do so. Twenty-seven surveys were returned by
officers of administration, 146 returned by classified staff, 45 by students, and 14 surveys were returned that had no
employee type marked.

See Appendix D for survey questions and tabulation of responses.

The DAP Development Team recommends that the survey be repeated within two years.

VII. Developing the Diversity Action Plan

As directed by the Diversity Plan for the University of Oregon (May 14,2006), the Campus Operations DAP
Development Team entered into the process of developing a strategic action plan to focus on known and discovered
areas of need. The action plan is designed to:

- "Provide details and data about specific diversity challenges." Results of the employee survey were
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tabulated and presented to the DAP Development Team. These results were used as key discussion points
when addressing each of the six Strategic Points. Team members also drew from their own experiences and
extensive knowledge of the organization when discussing the six points.

- "Include detailed descriptions of specific actions to be taken to address those diversity challenges." Some
of the six points presented clear opportunities for recommended actions; and even those that at first seemed
to not be as relevant to our organization were found to also offer opportunities for actionable
recommendations.

- "Provide information about the measurable markers of progress that will be assessed during
implementation of the plan." Specific progress markers were not determined for every Recommended
Action. The work of implementing this diversity plan will be ongoing, and future annual reviews will
provide opportunities to specify additional progress markers for remaining or additional Recommended
Actions.

In the discussions by the DAP Development Team, we remained mindful of the value of all ideas put forth
by the members, regardless of whether or not those ideas were eventually included in the plan.

Six Strategic Points

l. Developing a culturally responsive community:

Definition
A culturally responsive community recognizes that all of its members come from differing cultural

backgrounds and that these cultures are integral to how each person views and experiences the world. A responsive
community acknowledges these differences and seeks to understand the commonalities among different cultural
groups, and also to embrace and celebrate the differences. A culturally responsive community is better able to
respond to intolerance and prejudice should they occur.

Strengths and Challenges
Several survey questions addressed the issue of cultural responsiveness: Section A, question 4, Section B,

question 1, Section D, questions 1 - 3. A review of these questions shows that 5lo/o of respondents agree that the
UO provides training and other opportunities to promote cultural understanding. Sixteen percent disagreed with this
statement; the remaining32% were "neutral". Sixty-eight percent agree that Campus Operations respects the
differences and similarities of all employees, 13% disagree, and 19o/owere "neutral". These results point towards
the need for additional opportunities for employees to learn about and experience cultures other than their own.

In general, Campus Operations employees agree that their experience as an employee of the UO has had a
positive impact on their behavior related to language use (78%), comfort level (87%) , and exposure to cultural
perspectives (73%).

Action Items
L Work with the Office of Human Resources (OHR) and/or the Office of Affirmative Action and Equal
Opportunity (OAA/EO) to develop a series of required short educational programs for Campus Operations
employees, aimed at increasing multi-cultural awareness and understanding.
Measurement: Program content designed, approved and schedule developed for presentation to all Campus
Operations staff.. Attendance records and program evaluations.
Timeline: First program developed and presented by May 2008.
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Responsibility: TBD (see Section VII - Identifying Resources)

2. Invite representatives from campus and community groups to lead brown-bag lunch discussions to
increase multi-cultural awareness and understanding. The Office of Student Life Bias Response Team, the
High School Equivalency Program (HEP) and City of Eugene Human Rights Commission are examples of
groups to be considered.
Measurement: Listing of topics and discussion leaders/groups presented to Campus Operations management
team. Attendance records and program evaluations.
Timeline: Schedule and promote at least one of these events by Fall Terrn2007.
Responsibility: TBD (see Section VII - Identifying Resources)

3. Post information (posters, flyers, etc) about cultural events sponsored by intemational student groups,
such as Korea Night. Look for ways to provide free tickets to these events.
Measurement: List of groups contacted about forwarding information to Campus Operations. Record of
communications sent to employees.
Timeline: Ongoing
Responsibility: TBD (see Section VII - Identifying Resources)

2. Improvins campus climate

Definition
To improve the campus climate we must improve our abilities to respectfully work and learn in a diverse

community. Every member of the University community has the responsibility to make the University a supportive
and inclusive place. Employees of Campus Operations, and all university employees and students, have the right to
work and learn in an environment free from harassment and discrimination.

Strengths and Challenges
Several survey questions addressed the issue of campus climate: Section A, question l, Section B, question

2, Section C, question 6. A review of these questions finds that 79o/o of Campus Operations employees agree that
the UO provides a comfortable work atmosphere. Seventy-two percent of employees agree that Campus Operations
supports diversity in the workplace.

Section C, question 6 reveals a marked difference between classified and non-classified staff. Eighty-five
percent of Officers of Administration agree that supervisors do take steps to ensure that acts of harassment do not
take place. Zero percent of OAs disagree with this statement, with 15% neutral. Only 620/o of classified and 6l%o of
unknown status agreed with this statement. Sixteen percent and 3loh, respectively, disagreed with this statement
(22Y0 and 8% neutral).

Action Items
1. Onethird of our classified employees believe that supervisors do not take steps against acts of
harassment. Some of this may be due to the need to keep all personnel actions private; therefore, employees
remain unaware of actions that may be taken by supervisors. Recommendation: Send a letter to all Campus
Operations employees from the director that includes:
a. reminder ofthe need for privacy in all personnel actions and the specific steps that occur as part ofthese
actions;
b. summary of recent mandatory education programs attended by all supervisors;
c. information on how/where to report harassment or discrimination.
This information should also be made available to employees via the web.
Measurement: Letter sent to all employees. Analysis of future survey shows higher rate.
Timeline: Distribution of letter to all employees by October 2007.
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Responsibility: G. Hecht

2. Provide a summary of the Campus Operations Diversity Action Plan to all current employees. This
should be presented by a member of the DAP Development Team at a crew meeting, and include a
discussion on why this is important to Campus Operations. A copy of the entire plan will be made available
to each work unit, and will also be made available via the web. The summary will include, but is not
limited to: a brief introduction, the value of diversity to the organizalion, the six Action Plan Points
(including recommended actions and progress markers), results of the Diversity Survey, and revised mission
statement. A full copy of the Plan, including appendices, will be available to all employees at their "home"
location.
Measurement: Presentation to all Campus Operations work units, including record of attendance.
Timeline: By September 2007, or 2 months following final approval of the plan by the Provost.
Responsibility: G. Pressman

3. Institute a policy of an annual review of the Strategic Diversity Action Plan within each work unit.
Measurement: Policy developed and approved by Campus Operations management.
Timeline: Policy communicated to all work units by September 2007.
Responsibility: G. Hecht

4. Work with the Office of Human Resources (OHR) to add an appropriate behavioral component to
classified and non-classified performance reviews that addresses behaviors related to diversity.
Measurement: Additional behavioral component developed and approved.
Timeline: January 2008
Responsibility: A. Smith

5. As part of the orientation process, all new employees will meet with the diversity coordinator for Campus
Operations (see section on Identifying Resources) to learn about the Plan and the importance of diversity to
Campus Operations and the University of Oregon.
Measurement: Outline of orientation content presented to Campus Operations management. Long term
measurement should show improved understanding on future surveys.
Timeline: Beginning with employees hired after December 1,2007 .
Responsibility: TBD (see Section VII - Identifying Resources)

3. Buildins critical mass

Definition
To build critical mass we must work to hire and retain high-quality persons from underrepresented groups.

Strengths and Challenges
Several survey questions addressed the issue of building critical mass: Section A, questions 2, 3, Section B,
questions 3,4. Approximately one-half of all respondents believe that the university and Campus
Operations are providing advancement opportunities for all employees. Approximately 6 out of l0 believe
that the university and Campus Operations do a good job of hiring people from a variety of backgrounds.
These numbers clearly show that many of our employees do not believe enough effbrt is being made to hire
and advance employees in general, and minorities in particular.

See Appendix C which presents a snapshot of employee diversity in2004.

Action Items
1. Create a task force to conduct a thorough review of our recruitment process, including how/where open
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positions are al]nounced, and desired timeframe for each step in the process. The outcome of this review
should, among other things, determine how we can best reach potential applicants from underrepresented
groups. This review should include working with the Office of Human Resources, the Oregon Department
of Employment Services, and community organizations/agencies that support underrepresented groups.
Measurement: Written report of task force findings and recommendations is presented to Associate vice
president Campus Operations. Long term measurement: analysis of hiring pools and actual hire.
Timeline: Summer 2008
Responsibility: C. Silva

2. The annual performance appraisal process is a good time to ask employees about their work/career
development goals. Employees interested in position advancement could benefit from assistance in
developing an individual plan of action designed to prepare themselves for future positions. This assistance
may come from direct supervisors, Campus Operations personnel staff, or referral to the Office of Human
Resources.
Measurement: Changes in answers in future surveys.
Timeline: Provide training to Officers of Administration by February 2008.
Responsibility: A. Smith

3. Determine if there are additional opportunities to create on the job training or mentoring similar to the
Trades Maintenance Worker program in the Central Power Station.
Measurement: Report presented to Associate Vice President for Campus Operations
Timeline: Report completed by April 2008.
Responsibility: A. Smith

4. Work with area community colleges, high schools, and other educational settings, such as the campus
High School Equivalency Program, to schedule opportunities for Campus Operations employees to talk
about careers in facilities maintenance.
Measurement: Analysis of application pool.
Timeline: Discussions with area schools complete by March 2008.
Responsibility: TBD (see Section VII - Identifying Resources)

4. Expandine and filling the pipeline

Definition
Effective outreach to top students graduating from Oregon high schools requires support and assistance from

all parts of the University. The role lbr Campus Operations in Expanding and Filling the Pipeline is perhaps limited,
but is stil l important.

Strengths and Challenges
Visitors to the University campus, including middle and high school groups, will take away with them an

image of a beautiful place where learning and living occurs. This is both a strength and a weakness for Campus
Operations. We are very proud of the beautiful exterior environment that has been developed and maintained by our
employees. We are also proud of the work that has been accomplished inside our buildings to make the spaces
pleasing as well as fully functional. This is possible only because of the hard work of all Campus Operations
employees. Should funding fbr the department drop below current budget allocations, we would be unable to
maintain this level of service for all areas.

Action Items
1. Continue current funding level for exterior spaces, including hanging flower baskets, support of
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University Day, and up{o-date campus map stations.
Measurement: Analysis of budget expenditures.
Timeline: Ongoing
Responsibility: G. Hecht

2. Establish thoughtful priorities for utilizing the anticipated increase (up to $20 million in 2007-08
biennium) in deferred maintenance money from the State Legislature.
*Measurement: Correction of long standing deferred maintenance items
Timeline: Ongoing
Responsibility: D. Dehle

3. Provide up to date information to recruitment/admissions staff related to campus facilities and new
construction for use in recruitment materials. For example, the LEED certification for the Lillis Building
and other LEED projects would be of interest to some prospective students.
Measurement: Record of informatiotVcommunications sent. Information included in recruitment materials.
Timeline: Ongoing
Responsibility: (TBD)

5. Developing and strenethenine community linkages

Definition
The University, and it's individual departments such as Campus Operations, are a resource for the public

community beyond the University. Community linkages provide for a closer connection, and therefore
understanding, for those actively involved. Developing and strengthening community linkages can be either
informal or formal. The potential for informal linkages may occur each time there is an interaction between a
community member and a Campus Operations employee. Formal linkages can be developed by becoming involved
in community groups whose mission is tied to promoting and encouraging diversity.

Strengths and Challenges
We know that some individual employees spend non-work time participating in activities sponsored by

local groups. However, there is no coordinated effort to connect Campus Operations employees with groups that
promote and encourage diversity.

Action Items
1. Seek out community agenciesigroups that sponsor events where interested Campus Operations
employees could volunteer their time and expertise. An example would be linking up with a community
group such as Food for Lane County or Habitat for Humanity to work together on a volunteer project.
Measurement: Record of attendance and evaluation of experience.
Timeline: first event scheduled by June 2008
Responsibility: TBD (see Section VII - Identifying Resources)

6. Developing and reinforcing diversity infrastructure

Definition
All members of the University community share in the responsibility of creating and maintaining a learning

and working environment that recognizes the value of diversity. The University should continue to develop
programs and departments that address issues of diversity, and the University should support programmatic
enhancements and innovations that support diversity.
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Strengths and Challenges
Campus Operations strives to maintain good working relationships with our campus customers. This then

enhances our ability to undertake new initiatives in partnership with campus departments.

Action Items
L Coordinate and/or review with the Office of Institutional Equity and Diversity (OIED) any actions
undertaken as a result of this plan.
Measurement: Maintain files/record of meetings and communications.
Timel ine: Ongoing
Responsibility: TBD (see Section VII - Identifying Resources)

2. Working with other departments, respond to opportunities to provide support to their initiatives.
(Example: the Office of Student Life's "Erase the Hate" sticker program.)
Measurement: Maintain files/record of meetings, communications, and actions taken.
Timeline: Ongoing
Responsibility: (D. Cadigan)

VIII. IdentifyingResources

The Campus Operations Diversity Action Plan (DAP) Development Team recognizes that while some of the
recommended actions contained in this plan can be accomplished by existing staff resources, others cannot. A part
time Coordinator of Diversity Programs would provide centralized leadership and oversight to all aspects of
diversity issues within Campus Operations. In addition, this position would act as liaison between Campus
Operations and other campus departments, including university administration.

This position would also be responsible for monitoring the implementation of the plan and completing
required reports to the Office of Institutional Equity and Diversity.

At this time, the Campus Operations' budget could not support the cost of such a position. The DAP
Development Team believes that the ability of this plan.to achieve the stated recommended actions will be difficult
at best without additional staffing resources. The Team encourages the Campus Operations director and the office
of the vice president for finance and administration to explore how this part time position could be funded.

IX. Attachments

A. Campus Operations Organization Chart

B. Mission Statements from Facilities Services and Environmental Health & Safety

C. 2004 Demographic Data for Campus Operations

D. Results of Diversitv Survev

E. Survey tool

F. New Employee Orientation Diversity Materials

G. Employee Tra.ining Programs related to Discrimination, Harassment, Diversity

H. Employee Newsletter articles
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UniversiQ of Oregon Facilities Services
Mission Statement

The mission of the University of Oregon Facilities Services department
is to support a quality university experience through effective and timely maintenance, repair,
improvement, renovation, and cleaning of campus buildings, building-systems, utilities,
equipment, and grounds. We serye a diverse population of university students, faculty, and staff,
campus visitors, those doing business with the University of Oregon, and a far reaching
community-of- interest.

In support of this mission, Facilities Services is committed to:

Establish and maintain a safe, clean, attractive, and effective physical environment for the campus
community.

Advocate and demonstrate good stewardship and long-term protection of assets through
sustainable practices and initiatives.

Provide services in a high quality, cost-effective manner through a work force of highly skilled,
diverse employees.

Encourage and engage in open and free discussions for the exchange ofideas across all units of
Facilities Services as well as for the university community at large.
Cultivate and promote an environment that supports equity, diversity and an inclusive work place
atmosphere.

Provide the necessary training, tools, and equipment for a safe and efficient work place.

Demonstrate sound fiscal responsibility and management of budgetary resources.

Revised l2106

Appendix B



Environmental Health and SafetY

Mission Statement

Environmental Health and Safety (EHS) assists the University of Oregon community in

promoting a safe and healthful environment for all individuals associated with the University,

including students, faculty, staff, and visitors and those in the surrounding community through

technical assistance, education, training and evaluations. Additionally, EHS coordinates with others

to minimize loss of resources including property, personnel and processes.

In support of this mission EHS is committed to:

Evaluate the status of and oversee the compliance of health, safety, and environmental standards,

codes, regulations, and University programs through inspections, audits, and monitoring.

Cooperate with academic and administrative units to identiff health, safety, and environmental

hazards or noncompliance and assist in resolving those issues through education, monitoring, and

problem solving.

Provide technical services and expertise to the University community.

Encourage an open atmosphere for the exchange of ideas and suggestions for a safe, healthy, and

environmentally responsible campus community.

Maintain and build confidence and support for EHS from the University community'

Care for the environment by promoting ethical and responsible behaviors.

Demonstrate sound fiscal responsibility and management of budgetary resources.

Develop and implement new programs to assure the University remains compliant with regulations

and industry standards.

Maintain necessary documentation to demonstrate regulatory compliance and responsible actions in

health, safety, and environmental activities.

Provide training in health, safety and environmental matters'

Assist the University in emergency preparedness, response, and remediation activities.

Respond to and investigate environmental, health, and safety concerns of individuals associated

with the University.



Campus Operations
Diversity Strategic Action Plan

2004 Demographic Data - Source: UO Office of Affirmative Action and Equal Opportunity

Total Employees

Male 77.95%

Female 22.05%

White 90.26%

People of Color 9.74%

Unclassified Emnlovees 13.85% of Total Employees

Women 1852% of total Unclassified Employees

People of Color 0.00% of total Unclassified Emolovees

Classified Employees 86.15% of Total Employees

Women 22.62% of total Classified Employees

Peoole of Color Il.3l% of total Classified Emnlovees

Workforce Availability: data collected from submitted applications

Availability - skilled craft supervisors

Women 26.96%

People of Color 6.31%

Availability - skilled craft workers

Women 14.12%

People of Color 8.07%

Availability - service maintenance workers

Women 25.92%

People of Color 10.77%

Appendix C



CAMPUS OPERATIONS DIVERSITY SURVEY November 2006

RESULTS for Classified Staff
N :  142

A. THE LINIVERSITY OF OREGON:

1. Provides a comfortable work place atmosphere for me.

48% Strongly Agree 44Yo Agree 8% Neutral 0% Disagree 0o/o Strongly Disagree

2. Provides growth and advancement opportunities equally to all employees.

32oh Strongly Agree 48Yo Agree 20o% Neutral 0% Disagree 0% Strongly Disagree

3. Seems to actively attempt to hire people from a variety of backgrounds.

48% Strongly Agree 40%o Agree 3% Neutral 0% Disagree 0o/o Strongly Disagree

4. Provides training and other opportunities to promote multicultural understanding.

28% Strongly Agree 64%o Agree B% Neutral 0% Disagree \oh Strongly Disagree

5. Creates an equal opportunity work environment for all employees.

36% Strongly Agree 40%o Agree 24o% Neutral 0% Disagree 07o Strongly Disagree

B. CAMPUS OPERATIONS:

l. Respects the differences and similarities of all ernployees.

24oh Strongly Agree 64%o Agree 120% Neutral 0o/o Disagree 07o Strongly Disagree

2. Supports diversity in the workplace.

20% Strongly Agree 64oh Agree 16% Neutral 0% Disagree 0% Strongly Disagree

3. Does a good job of providing job opportunities to people from a variety of backgrounds.

l2% Strongly Agree 72%o Agree l60% Neutral 0% Disagree 0% Strongly Disagree

4. Does a good job of providing growth and advancement opportunities to people from a variety of
backgrounds.

20% Strongly Agree 48%o Agree 24ohNeutral 2% Disagree 0% Strongly Disagree

5. Has non-discrimination and non-harassment policies that are enforced.

28% Strongly Agree 48Yo Agree 200% Neutral 4% Disagree 0% Strongly Disagree

Appendix D



C. THE WORK ENVIRONMENT:

1. I understand Facilities Services/EH&S rules and policies for the following terms:
a. Discrimination:

48% Strongly Agree 48o/o Agree 4% Neutral 0% Disagree joh Strongly Disagree

b. Harassment :
48% Strongly Agree 44%o Agree 2%o Neutral 0olo Disagree 0o/o Strongly Disagree

c. Racism :
48% Strongly Agree 48%o Agree 4% Neutral 0% Disagree joh Strongly Disagree

d. Diversity:
29%o Strongly Agree 50o% Agree 21o% Neutral 0% Disagree 0% Strongly Disagree

1. If I were to witness any of these - Contintted on bock - vorkplace, I would know what to do.

46% Strongly Agree 46Yo Agree 8% Neutral 0% Disagree \oh Strongly Disagree

2. I think diversity enriches Facilities/EH&S by having people frorn different backgrounds working together.

44o/o Strongly Agree 44%o Agree 12oZ Neutral 0% Disagree 0% Strongly Disagree

3. I think diversity slows down Facilities/EH&S's progress as a result of differences that arise among people
from diverse backgrounds.

0% Strongly Agree }oh Agree 140% Neutral 54% Disagree 32oh Strongly Disagree

4. I understand that I am entitled to a work environment fiee from any form of harassment.

68% Strongly Agree 32o/o Agree 0% Neutral 0o% Disagree joh Strongly Disagree

5. My belief is that supervisors and managers take steps to ensure that acts of harassment do not take place.

20% Strongly Agree 64-%o Agree 160lo Neutral 0% Disagree 0% Strongly Disagree

6. I would feel saf'e taking complaints to someone in authority in Campus Operations.

48% Strongly Agree 40oh Agree 1270 Neutral 0% Disagree 0% Strongly Disagree

E. lndicate whetlrer your campus experience has chemged vour behqvior in any of the following ways:

1. I stop to consider whether the language I am using may be offensive to others.

40% Strongly Agree 48o/o Agree 120% Neutral 0% Disagree 0% Strongly Disagree

2. I feel comfortable working around people who are not of my culture or ethnic background.

44o/o Strongly Agree 56o/o Agree 0% Neutral 0o% Disagre e 0o/o Strongly Disagree

3. I have had the opportunity to be exposed to different cultural perspectives in my workplace.

32% Strongly Agree 52o/o Agree 160% Neutral 0% Disagree 0% Strongly Disagree



F. Rate how closely you agree with the following statements:

1 .  I h a v e a g o o d j o b .

48% Strongly Agree 52o/o Agree 0o% Neutral 0olo Disagree jYo Strongly Disagree

2. I would recommend that a friend seek employment with my organization.

48% Strongly Agree 360/o Agree l60% Neutral 0% Disagree 0% Strongly Disagree

3. Overall, my organization rates as the best place I have worked.

37% Strongly Agree 42%o Agree l7% Neutral 4% Disagree 0% Strongly Disagree



CAMPUS OPERATIONS DIVERSITY SURVEY November 2006

RESULTS for Officers of Administration
N :25

A. THE UNIVERSITY OF OREGON:

1. Provides a comfortable work place atmosphere for me.

48% Strongly Agree 44oh Agree 8% Neutral 0o% Disagree 0o/o Strongly Disagree

2. Provides growth and advancement opportunities equally to all employees.

32o/o Strongly Agree 48oh Agree 20o% Neutral 0% Disagree 0% Strongly Disagree

3. Seems to actively attempt to hire people from a variety of backgrounds.

48% Strongly Agree 40Yo Agree 3% Neutral 0o% Disagree 0o/o Strongly Disagree

4. Provides training and other opportunities to promote multicultural understanding.

28% Strongly Agree 640/o Agree 80% Neutral 0%o Disagree 0o/o Strongly Disagree

5. Creates an equal opportunity work environment fbr all employees.

36% Strongly Agree 40Yo Agree 24olo Neutral 0% Disagree 0% Strongly Disagree

B. CAMPUS OPERATIONS:

1 . Respects the differences and similarities of all employees.

24oh Slrongly Agree 64%o Agree 120% Neutral 0% Disagree 0% Strongly Disagree

2. Supports diversity in the workplace.

20% Strongly Agree 64Yo Agree l60% Neutral 0% Disagree 0% Strongly Disagree

3. Does a good job of providing job opportunities to people fiom a variety of backgrounds.

l2% Strongly Agree l2%o Agree 160% Neutral 0% Disagree 0% Strongly Disagree

4. Does a good job of providing growth and advancement opportunities to people fiom a variety of
backgrounds.

20oh Strongly Agree 4BoA Agree 24o% Neutral 2% Disagree 0% Strongly Disagree

5. Has non-discrimination and non-harassment policies that are enforced.

28% Strongly Agree 48oh Agree 20% Neutral 4% Disagree 0% Strongly Disagree



C. THE WORK ENVIRONMENT:

l. I understand Facilities Services/EH&S rules and policies for the following terms:
a. Discrimination:

48olo Strongly Agree 48Yo Agree 40% Neutral 0% Disagree joh Strongly Disagree

b. Harassment :
48% Strongly Agree 44o/o Agree 20% Neutral 0% Disagree 0o/o Strongly Disagree

c. Racism :
48% Strongly Agree 48%o Agree 40% Neutral 0% Disagree 0o/o Strongly Disagree

d. Diversity: (N:24)
29oh Strongly Agree 5 0% Agree 2 I o% Neutral 0% Disagree 0% Strongly Disagree

1 . If I were to witness any of these - Continued on back - vorkplace, I would know what to do. (N:24)

460/o Strongly Agree 46%o Agree 8% Neutral 0o% Disagree 0%o Strongly Disagree

2. I think diversity enriches Facilities/EH&S by having people from different backgrounds working together.

44oh Strongly Agree 44%o Agree 120% Neutral 0% Disagree 0% Strongly Disagree

3. I think diversity slows down Facilities/EH&S's progress as a result of differences that arise among people
from diverse backgrounds. (N:22)

07o Strongly Agree 0% Agree l40% Neutral 54% Disagree 32oh Strongly Disagree

4. I understand that I am entitled to a work environment free from any form of harassment.

68% Strongly Agree 32c'/o Agree 0olo Neutral 0o% Disagree 0o/o Strongly Disagree

5. My belief is that supervisors and managers take steps to ensure that acts of harassment do not take place.

20% Strongly Agree 640/o Agree l60% Neutral 0% Disagree 0% Strongly Disagree

6. I would f-eel saf'e taking complaints to someone in authority in Campus Operations.

48% Strongly Agree 40o/o Agree 120% Neutral 0% Disagree 0% Strongly Disagree

E. Indicate wlretlrer your calnpus experience has chonged your behuvior in any of the following ways:

1. I stop to consider whether the language I am using may be offensive to others.

40% Strongly Agree 48%o Agree 120% Neutral 0% Disagree 0% Strongly Disagree

2. I feel comfortable working around people who are not of my culture or ethnic background.

44o/o Strongly Agree 56oh Agree 0o% Neutral 0% Disagree 0o/o Strongly Disagree

3. I have had the opportunity to be exposed to different cultural perspectives in my workplace.

32o/o Strongly Agree 52oh Agree l6% Neutral 0% Disagree 0% Strongly Disagree



F. Rate how closely you agree with the following statements:

l .  I h a v e a g o o d j o b .

48olo Strongly Agree 52Yo Agree 0% Neutral 0% Disagree 0o/o Strongly Disagree

2. I would recommend that a friend seek employment with my organization.

48% Strongly Agree 360/o Agree 16% Neutral 0% Disagree 0% Strongly Disagree

3. Overall, my organization rates as the best place I have worked' (N:24)

3lo/o Strongly Agree 42oh Agree 170% Neutral 4% Disagree 0%o Strongly Disagree



CAMPUS OPERATIONS DIVERSITY SURVEY November 2006

RESULTS for Student Workers
N:45

A. THE UNIVERSITY OF OREGON:

1. Provides a comfortable work place atmosphere for me.

56% Strongly Agree 40oh Agree 2% Neutral 0% Disagree 2oh Strongly Disagree

2. Provides growth and advancement opportunities equally to all employees. (N:44)

307o Strongly Agree 54%o Agree 90% Neutral 7o/o Disagree 0%o Strongly Disagree

3. Seems to actively attempt to hire people from a variety of backgrounds. (N:44)

27o/o Strongly Agree 44%o Agree 27ohNefiral 2% Disagree 0% Strongly Disagree

4. Provides training and other opportunities to promote multicultural understanding.

7% Strongly Agree 47Yo Agree 33% Neutral 11% Disagree 2% Strongly Disagree

5. Creates an equal opportunity work environment for all employees.

5 1%o Strongly Agree 43oh Agree 4%o Neutral 2o/o Disagree joh Strongly Disagree

B. CAMPUS OPERATIONS:

1. Respects the differences and similarities of all employees.

3B% Strongly Agree 44oh Agree 160% Neutral 2% Disagree 07o Strongly Disagree

2. Supports diversity in the workplace. (N:44)

37% Strongly Agree 52Yo Agree 9% Neutral 2o/o Disagree 0o/o Strongly Disagree

3. Does a good job of providing job opportunities to people from a variety of backgrounds. (N:43)

13% Strongly Agree 4lo/o Agree 2l % Neutral 2% Disagree 0% Strongly Disagree

4. Does a good job of providing growth and advancement opportunities to people from a variety of
backgrounds.

29oh Slrongly Agree 42o/o Agree 25o% Neutral 4% Disagree 0% Strongly Disagree

5. Has non-discrirnination and non-harassment policies that are enforced.

34% Strongly Agree 44Yo Agree 20o% Neutral 0% Disagree 2% Strongly Disagree



C. THE WORK ENVIRONMENT:

1. I understand Facilities Serryices/EH&S rules and policies for the following terms:
a. Discrimination:

43% Strongly Agree 47o/o Agree 4% Neutral 4YoDisagree 2o/o Strongly Disagree

t .

b. Harassment :
47oh Strongly Agree 4'7o/o Agree 40% Neutral 0o% Disagree 2o/o Strongly Disagree

c .  Rac ism:
49o/o Strongly Agree 40o/o Agree 7% Neutral 2o/oDisagree 2oh Strongly Disagree

d. Diversity:
40% Strongly Agree 36oh Agree l5oZ Neutral 7% Disagree 2oh Strongly Disagree

If I were to witness any of these - Continued on back - vorkplace, I would know what to do.

43% Strongly Agree 49o/o Agree 4% Neutral 2ohDisagree 2o/o Strongly Disagree

I think diversity enriches Facilities/EH&S by having people from different backgrounds working together.

29oh Strongly Agree 53o/o Agree l60% Neutral 0% Disagree 2o/o Strongly Disagree

I think diversity slows down Facilities/EH&S's progress as a result of differences that arise among people
from diverse backgrounds. (N:41)

2o/o Strongly Agree 0o/o Agree l70% Neutral 42% Disagree 3970 Strongly Disagree

I understand that I am entitled to a work environment free fiom any fonn of harassment.

58% Strongly Agree 38% Agree 20% Neutral 0o% Disagree 2oh Strongly Disagree

My belief is that supervisors and managers take steps to ensure that acts of harassment do not take place.

44oh Strongly Agree 45o/o Agree 90% Neutral 2oh Disagree }oh Strongly Disagree

I would f'eel safe taking complaints to someone in autliority in Carnpus Operations.

49% Strongly Agree 3 8% Agree 1 1o% Neutral 2% Disagree 0% Strongly Disagree

5 .

E. Indicate whether your campus experience has chqnged vour behavior in any of the following ways:

1. I stop to consider whether the language I am using may be offensive to others. (N:44)

14% Strongly Agree 50o/o Agree 2jo/oNeuIral 7% Disagree 2% Strongly Disagree

2. I feel comfortable working around people who are not of my culture or ethnic background.

51% Strongly Agree 34Yo Agree I 1o% Neutral 2% Disagree 2o/o Strongly Disagree

3. I have had the opportunity to be exposed to different cultural perspectives in my workplace.

20% Strongly Agree 3loh Agree 400% Neutral 7% Disagree 2o/o Slrongly Disagree

2.

4.

6 .



November 73,2006

TO: Campus Operations Employees

FROM: George Hecht, Director

SUBJECT: Diversitv Survev

In May 2006, the University Senate approved the University of Oregon Diversity Plan. An
important component of that plan is the requirement that each academic and non-academic unit
develop a strategic action plan for achieving greater diversity within their unit.

The Campus Operations Diversity Action Plan Development Team has prepared an employee
survey designed to provide an understanding of our department's cultural climate at this point in
time. The results of this survey will form the basis for discussion of action steps to be included
in the final strategic action plan document. Our action plan will be submitted for approval in
March 2007 to the provost, vice provost, and the Office of Institutional Equity and Diversity
(OIED).

The UO Diversity Plan calls for an ongoing effort. In addition to an annual activity report from
each unit, a two-year review and a five-year progress report are planned. This will provide
additional opportunities for our employees to participate in the process.

Completing the survey is voluntary; however, I hope that everyone will take a few minutes to
ensure that their voice is heard.

Thank you for participating in this survey. Be assured that all responses will remain anonymous.

Members of the Diversity Action Plan Development Team are:
Jeremy Chambers, EH&S
Johnny Earl, Custodial Services
Tim King, Exterior Team
Susan Osterman, Purchasing/Stores
Greta Pressman, Team Leader
Chris Silva, Payroll
Mo Soleimani, Central Power Station
Candice Woyak, Zone.B



CAMPUS OPERATIONS DIVERSITY SURVEY

In reflectinq on the past vear, rate how closely you agree with the items in this suryey,
based on your perception and thinking.

November 2006

A. THE UNIVERSITY OF OREGON:
1. Provides a comfortable work place atmosphere for me.

2. Provides growth and advancement opportunlties equally to
al l  employees.

3. Seems to actively attempt to hire people from a variety of
backgrounds.

4. Provides training and other opportunities to promote
mult icul tural  understanding.

5. Creates an equal opportunity work environment for all
employees.

B. CAMPUS OPERATIONS:

1. Respects the differences and similarities of all employees.

2. Supports diversity in the workplace.

3. Does a good job of providing job opportunities to people
from a variety of backgrounds.

4. Does a good job of providing groMh and advancement
opportunities to people from a variety of backgrounds.

5. Campus Operat ions has non-discr iminat ion and non-
harassment oolicies that are enforced.

C.  THE WORK ENVIRONMENT:
1. I  understand Faci l i t ies Services/EH&S rules and pol ic ies
for the following terms:

a. Discr iminat ion

b. Harassment

c. Racism

d. Diversity

2. lf I were to witness any of the above acts in the workplace,
I would know what to do.
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CAMPUS OPERATIONS DIVERSITY SURVEY

3. I think diversity enriches Facilities ServicesiEH&S by
having people from different backgrounds working together.

4. I think diversity slows down Facilities Services'/EH&S's
progress as a result of differences that arise among people
from diverse backgrounds.

5. I understand that I am entitled to a work environment free
from any form of harassment.

6. My belief is that supervisors and managers take steps to
ensure that acts of harassment do not take place.

7. I would feel safe taking complaints of any form of
harassment to someone in Facilities Services in authoritv.

November 2006

Strongly
Disagree Disagree
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Disagree Disagree

E t f
Strongly
Disagree Disagree

E E
Strongly
Disaqree Disaqree

E - E

Strongly
Agree
tl

Strongly
Agree
tl

Strongly
Agree
tf

Strongly
Agree
n

Strongly
Aoree
tl

Strongly
Agree
E

Strongly
Agree
n

Strongly

-1

Neutral
-

Neutral
tf

Neutral

D. f ndicate whether your campus experience has chanqed vour
behavior in any of the following ways:
1. I  stop to consider whether the language I  am using may be
offensive to others.

2. I feel comfortable working around people who are not of
my culture of ethnic background.

3. I have had the opportunity to be exposed to different
cultural perspectives in my workplace.
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E E

Strongly
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Agree
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E. Rate how closely you agree with the following statements:
1. I have a good job. strongly

Disagree Disagree
E - I

2. I would recommend that a friend seek employment with my Strongly

organization. Disagree Disagree
ft fI

3. Overall, my organization rates as the best place I have worked. Strongly
Disaqree Disaoree

Comments: (not required)
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Please check one of the fol lowino:



Campus Operations
New Employee Orientation
Diversity Information & Materials

A. From: Page 5, Facilities Services Work Rules (5116101)

PROHIBITED BEHAVIOR
In our opinions, certain behavior cannot be tolerated. Committing any of the following acts may

' be cause for disciplinary action ranging from reprimand to dismissal, depending on the severity
of the particular situation:

5. Harassment of employees, students or the public based on sex, race, color, marital
status, religion, national origin, age, disability, or sexual orientation. Harassment includes
verbal remarks, jokes, physical contact or other conduct which creates a hostile or
intimidating work environment.

B. Each employee receives a copy of the UO Affirmation of Community Standards (l 17 102)
which states in part: "We affirm our respect for the rights and well-being of all (UO
Community) members."

C. Harassment and Discrimination Policy and Training Manual - oolt's About Respect"
Table of Contents:
- What is it? Harassment in the Workplace
- What do I do now? Harassment & Discrimination Complaint Procedures
- From a Student's Perspective
- But I didn't mean it like that!" Intent vs Perception
- Personal Behavior Checklist Worksheet
- Ifyou have been accused ofsexual harassment
- Retaliation
- Supervisor's Responsibilities and Checklist
- Contact Information
- References

For complete copies of these materials, contact Chris Silva,346-2284, csilva@uoregon.edu

Appendix F



University of Oregon
Campus Operations

Employee Training Programs
Related to Discrimination, Harassment and/or Diversity Issues

5-year History

2002-03
Harassment and Discrimination training for all classified and unclassified employees

Conflict Resolution Skills

2003-04
Harassment and Discrimination training for all employees hired since previous training

2004-05
Harassment and Discrimination review, Maintenance and Operations crews

2005-06
Harassment and Discrimination training for all employees hired since previous training

Diversity, Construction Team

2006-07
Intervening in inappropriate behavior fbr all Officers of Administration

Harassment and Discrimination review for all classified employees

Appendix G
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A letter {rotr. Director George H"cht to

"11 
C"t rprts Operationt 

"t.ployeesI am writing to tell you about a new initiative soon
to be undertaken by Campus Operations. As you probably
know, the university senate recently approved a Five Year
Diversity Plan for the University of Oregon. As a
continuation of that effort, we have an opportunity to
create a diversity action plan specific to Campus
Operations.

What do we mean by diversity? The universify's
Diversity Plan states that diversity is "Differences based
on race, 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."

A departmental diversity action plan seeks to lay
out a do-able plan of action for the recruitment, retention,
and professional development of a diverse work force.

Your h.lp is t""J.J
I have asked Greta Pressman to facilitate the

development of a diversity action plan for our department.
Our goal is to have this Campus Operations plan
developed by a team of employees: classified staff,
supervisors , and student workers. With your help, the plan
will be developed over the next 3-4 months.

If you are interested in working on the Campus
Operations diversity action plan, contact Greta at
gretap@uoregon.edu. or at 346-2275 indicating your
interest, by Friday, September 8. To view the newly
a p p r o v e d  U O  d i v e r s i t y  p l a n ,  g o  t o :
http://vpdiversity.uoreeon.edu/. A paper copy of the
plan may be obtained from Greta Pressman.

Thank you for your interest in this important work.
George Hecht
Director

Durnpsters on the Move
Drop boxes for wood and metals recycling and

large-volume trash disposal are now all located together
west of the Central Power Station.

Septem-ber 2006

On the look-out

dumpster in this area as well. And, metals recycler
Doug Howell will park a trailer for disposal of all
refrigeration units and large plumbing fixtures.

A big thanks to Jerry Henry for cleaning up arld
organizing this area west of CPS, which seems to
accumulate stuff faster than the average home garage!

The relocation effort was coordinated by Tim
King, who says a few simple rules need to be observed:
l. Do not dump anything on the ground. Contact Tim
King if you are unsure where something should go or if
you need help loading items into the drop boxes.
2. Do not allow contractors to use the dumpsters
without checking with Tim King, as servicing these
boxes is a Facilities Services expense.
3. Contact Jerry or Tim if you need to stage any
materials in this area.

New ResiJ..tc" H"ll Nears Cornpletion
Much more than just a dormitory, the

university's first new residence hall in over 40 years is
set to open in time
for Fall Term. The
L i v i n g  L e a r n i n g
Center integrates
traditional Iiving and
dining areas with
spaces for academic
c l a s s e s ,  s t u d y
g r o u p s ,  f a c u l t y
a d v i s i n g ,  a n d
performance areas.

T h e  2 0 2
resident rooms will be occupied mostly by freshman
students, plus a few sophomores, with a total capacity of

387 students.
ProjectmanagerGeorge Bleekman will continue

to monitor the project during the post-construction phase

Tkry'.. Hr.J.J Our \Vay
Watch out for all the

ducks coming in for a landing on
or before September 25. Fall
term enrollment is expected to
be very close to last year;
between 20,300 and 20,400
students.

In addition to the drop boxes,
Jerry Henry will soon be setting up a
covered and locked non-ferrous
metals recycle area with a padlock
keyed to a mechanical room key.

Recycling coordinator Jim
Fleck will place a cardboard recycle

Which wav to Fenton Hall?

Appendix H



University of Qregon

Focilities Services
News ond Informotion

Ch.ritabl" Frrrrd Drive - GL.i.tg just a httl"

c"., h.lp a lot
Campus Operations employees are invited to a

kick-off for the 2006 State of Oregon Employees
Combined Fund Drive (CFD). Coordinator Cheryl Dumas

encourages everyone to stop by the Facilities conference

room on Friday, November 3, f rom 1l:30 to l2:30. You

can pick up your packet of information and pledge form,
and enjoy a home-baked goodie.

As always, you can select from a list of many
agencies and charities to receive part or all of your

contr ibut ion. Whatever is important to you - you wi l l

find a CFD organization that shares your concern.
Any amount that you choose to give can make a

difference in someone's life. For example, for $1 a work

day, you could buy one candy bar - or - 75 rides for low-
income seniors or people with disabilities for grocery

shopping and doctor appointments plus one month of
afe shelter for a mother and child fleeing domestic

violence.
If you can't make it to the kick-ofi your packet

will be delivered to your work place.

\[o1L on Diversity Action Plan Begins
The Campus Operations Diversity Action Plan

Development Team has begun the task of preparing a

report and plan of action for achieving greater diversity in

Facilities Services and Environmental Health & Safety.
As a big first step, the Team will conduct an

employee survey designed to assess the organizational
climate and identify challenges with regards to issues

relating to equity and diversity. Every employee will be

invited to participate in the survey.
The responses to the survey will help the team to

determine issues and concerns to be addressed by the

action plan.
Members of the Development Team are: Jeremy

Chambers, Johnny Earl, Tim King, Susan Osterman, Greta

Pressman, Chris Silva, Mo Soleimani, and Candice
Woyak.

Approved by the University Senate in May 2006,

the UO Diversity Plan instructs each campus unit to

levelop a strategic diversity action plan by Match2007.

SryH" l lo to . . . .
Bill Beckett, environmental manager for EH&S.

Bill 's responsibilities include hazardous materials

handling and overseeing the university's compliance
with various regulatory environmental agencies.

Congratulations to . . . .
Rob Basto, who was recently promoted to the

posit ion of capital  construct ion accounts services

manager.

Again, Tk"rLYou. . . .
To the numerous Facilities employees who

helped during the past few months to prepare the

Westmoreland apartment complex for sale - a very

big THANK YOU!
Although he was unable to attend our

celebration last month, president Frohnmayer sent his

thanks to all: "(I) want everyone associated with the

Westmoreland transfer to know of my deep appreciation

of their hard work."

O.'r b"..rfiful carnpus
Over the past 30 years considerable research has

been done to understand the issues that impact a

student's choice of a higher education institution. Last

year, the Association of Physical Plant Administrators
(APPA) set out to conduct a study of their own to

determine the benefit of campus facililies in the

recruitment process.
Here at the UO we have always known that our

beautiful grounds, open spaces, and "collegiate-like"
buildings are a priceless resource. The APPA study,

with 13,782 students responding, confirms how

important a campus' physical condition can be to a

student's choice of school.
Two-thirds of the respondents indicated that the

overall quality of campus facilities were "essential" or

"very important" to their decision of where to enroll'

Half felt that the attractiveness of the campus was

"essential" or "very important."
Respondents were asked to pick the one facility

that had the greatest impact on their decision. Number

one wasfacilities in my major (30.5%).

The absence or poor maintenance of a facility is

also important to potential students. More than one

quarter (26.1%) indicated they had rejected an

institution because it lacked a facility they felt was

important. And l5.l percent of the respondents rejected

outright institutions for lack of open spaces.
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H"liJ"y Parties Set For Decem-Ler 14,
The annual Campus Operations holiday parties

will be held on Thursday, December 14. The two events,
one for day shift employees, and another for evening and

night shift employees, give us all an
opportunity to eat some very good
food and relax with our co-workers
for a while.
The festivities begin at noon for day
shift employees. As always, there
will be plenfy of mouth-watering
barbequed turkey courtesy of the

Operations and Maintenance supervisors. Ham, mashed
potatoes and gravy, veggie trays, plus soft drinks will also
be provided. Employees are encouraged to bring a side
dish or dessert to share.

Decorating the Stores
Warehouse area begins about 9:00
r the morning of the l4 'h.

"olunteers 
are welcome to stop by

and lend a hand.
A pot luck party for

evening and night shift employees
begins l2 hours later at midnight.
It will be held in the Gerlinger Hall
Alumni Lounge. Here's a chance
cul inary ski l ls!

to show off vour

Charitabl" F.ud Drive - an upJate
Charitable Fund Drive coordinator Cheryl Dumas

happily reports that this year's contributions total $9,473.
That's $ I ,000 over what was raised than last year.

The 2006 State of Oregon Employees Combined
Fund Drive benefits hundreds of local and state
organizations.

Thank you so much to all of you who were able to
contribute!

Diversity Srrr,"y R"s.rlts Being RevieweJ by
DAP Developrnent T"t..,

In December the Campus Operations Diversity
A,ction Plan (DAP) Development Team will be analyzing
.re results of the recently distributed Diversity Survey.

These results will form the basis for discussion of specific
action steps to be included in the Campus Operations
strategic plan.

The results of the survey will be given to all

On the look-out

Campus Operations employees, along with the full
strategic action plan document at the time it is submitted
to the Office of Institutional Diversity and Equity in
March 2007.

If you did not receive a survey please contact
Greta Pressman or Chris Silva as soon as possible so
that your opinion can be included in the survey results.

H" l l " to . . . .
Gary Wood, new Property Specialist in Stores.

Gary will be working with Frank Haworth, doing
receivables, stock organizing and parts pick-up. He
begins his new job on December 4.

Welcome to Facilities!

Congratulations to . . . .
Rose DeBono, newly hired Supervising

Architect for Design Services. Rose began working in
Facilities as a drafter in 1983. She was promoted to
Design Services Supervisor in 1986, and then in 1993
she gave up that position to work parffime so she could
spend more time with her family. It's great to have her
back leading Design Services.

AJJiti"n to Music B.tilJit g Begfins Sprint' 2007

North side view of Music
Building, 1921.

The next big
construction project on
campus wi l l  be tan
addition to the Music
Bui lding. Darin Dehle,
c a p i t a l  c o n s t r u c t i o n
m a n a g e r ,  s a i d  t h a t
construction is slated to
begin in the Spring of
2007.

Two additions totaling 29,000 square feet will
more than double the current, very crowded, space.

However yo.. celeLrate -

presents trrJ"t a tree,

lightittg 
""r.JL., 

walking in

the snowy *ooJ. - rnay

yo., .t J your {arnili.. tttJ

f.i"ndt enjoy this *o.tJ.J.'l

tirne o{ the year.
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HUMAN RESOURCES 

Strategic Diversity Action Plan 

June 2007 
 

The staff members of Human Resources are excited about these initiatives designed to create a workplace that 
will support the university’s diversity strategic directions.  This draft will be revised and updated as the 
diversity planning and review process continues. 
 
I. Human Resources’ Mission 

Human Resources’ mission is to support the teaching, research and public service mission of the University of 
Oregon by providing a comprehensive human resources program to university department managers, 
supervisors and employees.   Human Resources’ programs and services serve the university’s mission by 
recruiting, retaining, and supporting high-caliber faculty and staff.  HR partners with the campus community to 
meet for a wide range of  employee needs, including benefits, compensation, employment, employee relations, 
training and development, work and family services, and recognition programs.  This office is also responsible 
for ensuring HR compliance with a wide range of state and federal laws, university policies, and three collective 
bargaining agreements.  

The staff of Human Resources is deeply committed to providing excellent service to the campus community by 
ensuring a partnership that assists departments in creating and maintaining a respectful, inclusive, and 
professional work environment.  We value the unique contributions, skills, abilities, talents and life experiences 
that each individual brings to the collective workforce.       

II. Organization Chart 

The attached organization chart shows how the work of Human Resources is structured and the reporting lines 
of staff members.  Human Resources reports to the Vice President for Finance and Administration.         

III. Diversity Value Statement 

The University of Oregon Diversity Plan defines diversity as “Differences based on race, 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.”   

Human Resources is committed to providing support to diverse constituencies and will continue to work to 
ensure the worksite is a welcoming, inclusive  and supportive environment that respects and values the unique 
contributions, skills, abilities, talents and life experiences of all employees in our workforce.   

The work of Human Resources is particularly relevant to university diversity strategies because of it influence 
on virtually all employment decisions for classified employees and its many services for unclassified 
employees.  

IV. History of Diversity Efforts 
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Human Resources’ staff members historically have worked to incorporate principles of fairness, equity and 
diversity in all its programs and services.    Appendices A - C outline specific efforts to support and promote 
greater diversity both on campus and in the surrounding community. 

V.   Plan Development/Process 

The development of the HR Strategic Diversity Action Plan began with a commitment to provide opportunity 
for the broadest participation possible at every stage of planning.  As a result, all staff members of the 
department have been and will continue to be included in conversations about the plan’s content as the planning 
process progresses.  As a first step, five focus group meetings were held from October 18 to November 13 to 
allow for a safe, confidential and respectful dialogue between staff members on the topics of diversity and 
equity.  The groups identified challenges and proposed ways to improve service to the campus community and 
the public and foster a welcoming and inclusive approach and atmosphere in Human Resources.  In addition, 
potential initiatives were suggested that could to support diversity efforts on campus.   

In January, small work groups based on work focus and functionality met to refine and augment the diversity 
goals and action items proposed in this draft and to identify measures to evaluate the success of each specific 
action item.  The goals in this plan reflect suggestions made by staff members in discussions held last fall and 
conversations held with each work group in January.  Next, action steps and measurable outcomes were 
identified, prioritized, reviewed by the Human Resources administrative staff.  Next this plan will move forward 
in the university review and implementation, followed by assessment and refinement as necessary. 
 
As mentioned above, Human Resources programs affect in some way the employment of nearly all UO 
employees.  It is important, therefore, that the plan development include campuswide perspectives from all 
levels of the organization.  While considerable collaboration has occurred within Human Resources in preparing 
this strategic plan, more work is needed to gather broader input on Human Resources’ potential to improve 
campus climate. 
 
A similar process occurred at the Vivian Olum Child Development Center, a program that is part of Human 
Resources. The VOCDC plan is forwarded with this document.   

VI. Resource Statement 

The time, money and resources necessary to support this strategic plan will be best determined once the action 
items have been finalized and prioritized. 
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AREAS OF EMPHASIS 

Point 1 – Developing a Culturally Responsive Community 

 
Goal #1 
Foster an environment within Human Resources that is inclusive and in which employees are valued and 
treated with respect. 
 
Action Items 

• Review and revise HR mission and values statements using a collaborative process to ensure it reflects 
values of diversity and equity in customer service, policy interpretation.  Consult with OIED. 

Measurement:  Completed mission statement. 
Timeline:   October 1, 2007 
Responsibility:  Linda King 

 
• Identify and offer training sessions or facilitated discussions for Human Resources staff members that 

strengthen their understanding of diversity and improve their ability to interact effectively with diverse 
audiences; identify learning opportunities for HR staff members and allocate resources toward 
providing these opportunities.  Potential development opportunities for HR staff members include:   

o Conduct customer service training that focuses on issues of diversity, privilege and respectful 
environment and how they affect customer service in HR (using either in-house or outside 
facilitator). 

Measurement:  Training session designed and presented for HR staff members 
Timeline:   October 1, 2007 
Responsibility:  Linda King and Cris Cullinan  

 
o Hold question and answer sessions with members of the OIED to get individual perspectives on 

how HR might build a welcoming environment.  In later years, extend to facilitators from the 
community based on input from HR staff members. 

Measurement:  Q & A sessions held at least quarterly at HR all-staff meetings that assist 
HR staff in working more effectively, inclusively and respectfully with members from 
diverse populations 
Timeline:   Throughout 2007 and 2008  
Responsibility:  Linda King   
 

o Arrange for a presentation by Chicora Martin on gay and lesbian concerns and especially the 
unique issues facing transgendered individuals. 

Measurement:  Session held 
Timeline:   October 1, 2007 
Responsibility:  Linda King  

 
• Ensure that performance appraisals for all Human Resources employees include an assessment of their 

work in dealing with diverse members of the community and in applying rules and policies fairly and 
with sensitivity to the impact on diverse populations. 

Measurement:  Completed performance appraisals that include these criteria. 
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Timeline:   Implemented for all performance appraisals conducted after March 1, 2007. 
Responsibility:  Linda King and supervisory staff in Human Resources.   

 
• Ensure that hiring process for and orientation of new HR employees incorporates departmental 

expectations on welcoming and respectful communication.   
Measurement:  New language in posting for positions in Human Resources; orientation checklist 
that includes expectations. 
Timeline:   July 1, 2007 
Responsibility:  Linda King, Chris Lonigan and Joan Walker 
 

Goal #2 
Provide services to job applicants, university employees and other visitors to Human Resources that 
assist with special challenges in written, verbal, and visual communication. 

• Solicit and gather information regarding how HR services can be more accessible, helpful and 
welcoming. 

o Convene a group of community leaders and experts on the subject to discuss office appearance, 
webpage, employment application and procedures, and other topics as appropriate. 

Measurement:  Meeting held, data collected and feedback compiled, report discussed and 
action steps created.  Further consultation with community group on action steps. 
Timeline:  July 1, 2008 
Responsibility:  Linda King and administrative staff as appropriate 
 

• Explore ways to improve services to applicants and employees with limited English language skills. 
o Assess need for services (e.g., frequency, languages, etc.) 
o Identify translation services available both on campus and in the community; 
o Obtain cost estimates of providing service; 
o Consult with IDEC on community partnerships. 

Measurement:  Assessment conducted to determine frequency and nature of  need for 
translation services;  research available translation services; prepare cost estimates; 
identify resources. 
Timeline:  July 1, 2008       
Responsibility:  Linda King and Assistant Director  

 
 
• Explore ways to better serve those whose disabilities make it difficult to access HR information: 

o Ensure that TTY equipment used in HR is current and that staff are trained to use it. 
Measurement:  Four members of reception staff receive training on TTY. 
Timeline:   July 1, 2007 
Responsibility:  Joan Walker 

 
• Provide reading assistance and accommodation to employees and applicants who are illiterate; publicize 

service. 
  Measurement:  Service publicized on webpage and other recruitment materials. 
  Timeline:   July 1, 2007 
  Responsibility:  Chris Lonigan 
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Goal #3 
Provide assistance, services, and programming for the campus community that supports the university’s 
strategic directions outlined in the Diversity Plan for the University of Oregon. 
 
Action Items 

• Continue and augment professional development programs for university faculty and staff designed to 
improve the ability to interact respectfully and effectively with diverse members of the University 
community; review current training offerings and new employee orientation programs to ensure that 
diversity principles are incorporated as much as possible.   

o Review and expand current offerings specific to issues of equity, inclusion, privilege and 
diversity; check current curricula to ensure infusion of these issues into content. 

Measurement:  Review each course offering for relevant content with HR administrators 
and OIED in consultation with OAAEO and Bias Response Team (and others) to ensure 
issues are current and pertinent; revise courses accordingly. 
Timeline:   July 1, 2008 
Responsibility:  Cris Cullinan 
 

o Check with OIED on a regular basis to see what issues are surfacing that should be addressed in 
HR training. 

Measurement:  Meet with OIED to discuss issues that should be covered in HR conduct 
workshops at least once every two months for first year; finalize notes and shared. 
Timeline:   July 1, 2008 
Responsibility:  Cris Cullinan 

 
o Coordinate as needed with CoDaC regarding HR training; assist CoDaC with training as needed. 

Measurement:  Meet with CoDaC to explore ways that HR and CoDaC can coordinate 
their efforts. 
Timeline:   Begin meetings fall term 2007. 
Responsibility:  Cris Cullinan 
 

o Post prominently announcements of activities, workshops and other campus events related to 
advancing the goals of the UO Diversity Plan; annually update and expand the HR online 
training guide to include department names and links related to non-HR workshops or events 
related to goals of the UO Diversity Plan. 

Measurement:  Work with OIED to identify and publish activities on HR bulletin boards 
and in HR publications (such as training guide).  
Timeline:   June 1, 2008 
Responsibility:  Cris Cullinan in consultation with OIED 

 
o Research ways to provide training and development to employees who do not have access to a 

computer in the normal course of their jobs as a way to underscore our interest in their career 
development needs. 

Measurement:  Identify positions and contact supervisors regarding the best way to 
contact employees; assess training needs and arrange appropriate opportunities.   
Timeline:   June 1, 2008 
Responsibility:  Cris Cullinan and Kathy Cooks 
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• Promote the completion of annual performance appraisals for classified staff and officers of 

administration that include an assessment of ability to work effectively with diverse populations. 
o Review and revise performance appraisal instruments to ensure that they include criteria that 

appraise leadership performance with regard to diversity (for OAs) and ability to interact 
respectfully and discuss relevant professional development opportunities for continued growth 
(for both OAs and classified employees).   

Measurement:  Performance appraisal instruments reviewed and revised. 
Timeline:   October 1, 2007 
Responsibility:   Assistant HR Director 
  

o Conduct random audits of completed appraisals to ensure that evaluations are fair and avoid 
unfair or illegal comments (e.g., attendance for FMLA reasons). 

Measurement:  Audits conducted monthly. 
Timeline:   Start by October 1, 2007 
Responsibility:  Assistant HR Director 

  
o Add content to the performance appraisal section of the supervision course regarding the 

evaluation of employees based on the ability to work effectively with diverse populations. 
Measurement:  Supervision course curriculum modified. 
Timeline:   September 1, 2007 
Responsibility:  Cris Cullinan 
 

o Offer template that provides supervisors with suggested criteria and language for appraising 
performance in the areas of diversity. 

Measurement:  Template prepared and available on website. 
Timeline:   September 1, 2007 
Responsibility:  Assistant HR Director and Cris Cullinan 
  

• Provide orientation programs that include information on the diversity of the university community, the 
expectation of effective and respectful interactions, and resources for obtaining the necessary skills. 

o Review material in supervision course related to orientation to make sure this is effectively 
addressed. 

Measurement:  Supervision course curriculum modified. 
Timeline:   September 1, 2007 
Responsibility:  Cris Cullinan, Joan Walker, and Chris Lonigan 

 
• Explore the feasibility of conducting a survey that would solicit ways that Human Resources could 

improve its services in meeting campus diversity needs; specifically target “diversity communities.”   
  Measurement:  Consult with OIED regarding other information-gathering and    
 evaluative efforts for possible collaboration; identify survey topics. 
  Timeline:   July 1, 2008 
  Responsibility:  Linda King and Alana Holmes 
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• Contact employee assistance program (EAP) provider to assess expertise in working with employees 
experiencing isolation or other problems associated with cultural changes or diversity issues; incorporate 
this information in EAP materials. 

  Measurement:  Contact with EAP and materials revised. 
  Timeline:   September 1, 2007 
  Responsibility:  Karen Logvin 

 
• Encourage HR staff members to participate in UO and community committees that deal with diversity 

issues. 
  Measurement:  Discussions at administrative and all-staff meetings on appropriate   
 activities and committees. 
  Timeline:   Ongoing 
  Responsibility:  Linda King 

 
• Conduct a comprehensive review of the HR website in an effort to make it more welcoming, barrier-

free, and a positive recruitment and retention tool for faculty and staff. 
  Measurement:  Assess current website and identify necessary changes; identify   
 resources (e.g., web designer) to modify; train staff to keep website current. 
  Timeline:   March 1, 2008 
  Responsibility:  Linda King, Assistant Director, and David Lechnyr 

 
 

Point 2 – Improving Campus Climate 

Goal #1 

Understand better the challenges university departments face in meeting their diversity goals to create 
Human Resources initiatives that will better support campus efforts. 

Action Items: 

• Identify and carry out strategies to collect this information from university departments; possible 
activities include:  surveys, focus groups, evaluations of classified searches. 

Measurement:  Strategies determined and carried out (e.g., survey conducted) 

Timeline:  November 1, 2007 

Responsibility:  Linda King and Assistant Director 

• Discussions with CSTDAC, union representatives, Office of Administration Council to brainstorm 
challenges and possible remedies.  

Measurement:  Meetings held with campus groups 

Timeline:  November 1, 2007 
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Responsibility:  Linda King and Assistant Director 

Goal # 2 
Identify ways that Human Resources can contribute to university-wide strategic diversity initiatives to 
create an inclusive environment. 
 
Action Items: 

• Support improvements to complaint processes in which issues of equity are raised. 
o Informal dispute resolution:  Consult on process for informal resolution, especially those 

involving classified employees, including meeting with unions as appropriate and assisting with 
written instructions and flowchart preparation. 

Measurement:  Continue regular meetings with SEIU and GCIU and informal resolution 
process; consult with OAAEO as appropriate. 
Timeline:   Ongoing 
Responsibility:  Alana Holmes 
 

o Single- complaint process:  Assist OAAEO, OIED and others in assessing the feasibility of 
single-complaint process, especially with regard to collective bargaining law and labor contracts. 

Measurement:  Consultation as needed. 
Timeline:   Based on OAAEO and OIED timeline. 
Responsibility:  Alana Holmes and Linda King 
 

 Canvas the participants in the supervision course, Preventing and Dealing with Sexual 
Harassment, and Leadership in Student Supervision, where we cover the complaint 
processes, to learn how theses processes could be improved. 
 Measurement:  Discussions held during these trainings. 
 Timeline:   June 1, 2008 
 Responsibility:  Cris Cullinan 



 9

• Explore ways to include Human Resources’ activities and programs (such as training opportunities) with 
OIED Events Calendar and other information sharing mechanisms.  Conversely, work with OIED in 
sharing information, coordinating events and publicity related to training 

Measurement:  Meet with OIED to discuss collaboration 
Timeline:   September 1, 2007 
Responsibility:  Linda King and Cris Cullinan  

 
Goal #3 
Explore ways to create a welcoming environment and positive first impression to visitors to HR. 

• Provide writing table and chairs in elevator lobby for those completing applications. 
• Explore possibility of offering wireless access to non-UO applicants and application printing services. 
• Obtain art work that reflects a welcoming atmosphere. 
• Post fliers advertising diversity programs or activities in public view. 
• Review office physical space to ensure compliance with disability accessibility. 

Measurement:  Determine need and feasibility of proposal; determine cost and identify resources 
to create a more useable, welcoming space.   
Timeline:   July 1, 2008 
Responsibility:  Joan Walker, Chris Lonigan, and Linda King 
 

Goal #4 
Research best practices in human resources that support the campus community to be more welcoming 
to underrepresented populations 
 
Action Items 

• Research practices and programs of other universities.  For example, review training and development 
opportunities available on other campuses to see what HR could add to offerings related to equity, 
privilege, inclusion and the creation and maintenance of a respectful and welcoming environment; 
consult with PSU and OSU on their programs.  Research CUPA-HR website for ideas. 

Measurement:  Research and contact OSU, PSU, some or all comparator institutions and CUPA-
HR for information.  Create an action plan for UO. 
Timeline:   January 1, 2008. 
Responsibility:  Linda King and administrative staff 

 
 

Point 3 – Building Critical Mass 
 
Goal #1 
Expand our outreach and recruitment to create more diverse applicant pools that include 
underrepresented populations. 
 
 
Action Items 

• Explore ways to post university positions more widely within local community, including efforts to 
identify effective ways to reach diversity-related organizations; partner with local organizations to 
attract greater diversity and to meet with potential applicants that represent diverse backgrounds. 
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Measurement:  Convene a group of community leaders from agencies such as El Centro Latino 
to solicit input on best way to attract applicants of color. 
Timeline:   January 1, 2008 
Responsibility:  Cris Cullian – arrange contacts; HR administrators 
 

• Explore alternative advertising venues that might reach a more diverse audience (e.g., Oregon Daily 
Emerald  and Eugene Weekly). 

Measurement:  Conduct cost benefit analysis and identify additional resources needed. 
Timeline:   January 1, 2008 
Responsibility:  Chris Lonigan 
 

• Analyze how new employees, especially those who represent diverse populations, learned about UO 
jobs; provide this information to hiring departments electronically.  Assess current recruiting and hiring 
processes for effectiveness in attracting diverse applicants; build on successes and address challenges 
with new initiatives. 

 Measurement:  Set up a reporting process that tracks new hires of color and how they learned 
about the vacancy and provides information to hiring supervisors and departments. 
Timeline:   March 1, 2008 
Responsibility:  Chris Lonigan and David Lechnyr 
 

• Participate with OAAEO committee established to create a directory of outreach and recruitment 
resources.  

Measurement:  Attend meetings as scheduled by OAAEO and participate fully. 
Timeline:   Ongoing 
Responsibility:  Chris Lonigan and Alana Holmes 

 
• Research opportunities for career fairs held across the state that target underrepresented populations and 

give UO more visibility across the state. 
Measurement:  Identify potential career fairs (including UO Career Center Career Fair); 
determine costs of participating; identify resources to fund; explore partnerships with other 
Eugene-Springfield agencies; attend fairs. 
Timeline:   June 1, 2008 
Responsibility:  Chris Lonigan, Alana Holmes, and Assistant Director 
 

• When presenting at national and regional conferences (e.g., NCORE), highlight UO's commitment to 
equity and inclusion; consider taking recruitment announcements to those conferences to advertise 
openings. 

Measurement:  Preparation of materials and attendance at conference.   
Timeline:   June 1, 2008 
Responsibility:  Cris Cullinan in consultation with OIED 
 

• Explore ways to provide applicants with more information about a search, particularly those with a “soft 
deadline;” obtain contact information for non-classified searches to improve quality of response when 
applicants contact Human Resources. 

Measurement:  Meet with OAAEO to discuss ways to provide greater information. 
Timeline:   September 1, 2007 
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Responsibility:  Linda King 
 

• Review information such as the “How to Apply” sheet for quality, accuracy and readability for different 
populations. 

Measurement:  Review sheet with different audiences (supervisors, potential applicants, etc.) to 
ensure accuracy and clarity; revise as appropriate. 
Timeline:   January 1, 2008 
Responsibility:  Chris Lonigan 
 

• Identify UO benefits (such as staff fee rate) that might be attractive to diverse populations; provide a 
link to the work and family services webpage from the “Jobs” webpage as a way of attracting potential 
employees with benefits program and other services. 

Measurement:  Provide link. 
Timeline:   March 1, 2007 
Responsibility:  Chris Lonigan and David Lechnyr 
 

Goal #2 
Pursue initiatives aimed at retaining diverse faculty and staff. 
 
Action Items 

• Research ways to create programs that encourage retention of underrepresented faculty and staff. 
Measurement:  Identify and attend conferences (such as NCORE) that offer professional 
development opportunities on this topic; share information and implement programs as feasible; 
identify resources. 
Timeline:   July 1, 2008 
Responsibility:  Linda King in consultation with Russ Tomlin 
 

• In cooperation with OIED and OAAEE, offer the workshop "Understanding Institutionalized Privilege 
and Building Culturally Competent Leadership," designed specifically for UO. to promote greater 
understanding of UO faculty, staff and student experiences on a daily basis.   

Measurement:  Explore interest with OIED and OAAEO in collaborating on presentation; design 
training and present. 
Timeline:   March 1, 2008 
Responsibility:  Linda King, Cris Cullinan with representatives of OEID and OAAEO. 

 
• Research interest and feasibility of exit interview process; ensure that information coming from 

departing employees is reviewed, reported appropriately and problems addressed. 
Measurement:  Meet with representatives of OIED and OAAEO in identifying need and creating 
process; implement process that includes feedback mechanism.  
Timeline:   July 1, 2008 
Responsibility:  Linda King and Assistant Director with OAAED  

 
• Offer support for the “Faculty and Staff of Color” group; assist in identification of employee-related 

issues; explore with group the idea of sponsoring social opportunities that bring people together who are 
interested in supporting a more welcoming environment and that provide opportunities for networking. 
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Measurement:  Attend meeting of Faculty and Staff of Color to explore possible ways to 
collaborate and support its activities. 
Timeline:   July 1, 2008 
Responsibility:  Karen Logvin and Kathy Cooks 

 
• Explore affordable child-care options that address needs of low-income faculty and staff; examine 

current programs for ways to offer their services at lower cost. 
Measurement:  Research practices at other universities and colleges; identify resources needed to 
implement best practices. 
Timeline:   July 1, 2008 
Responsibility:  Karen Logvin 

 
• Continue and expand, as appropriate, recognition programs that acknowledge all kinds of contributions 

to the university; promote departmental recognition activities to support inclusivity at all levels of the 
organization. 

Measurement:  Encourage departments to acknowledge and reward inclusive behaviors; prepare 
model recognition program for departments to follow. 
Timeline:   March 1, 2008 
Responsibility:  Karen Logvin and Kathy Cooks 

 
 

Point 4 - Expanding and Filling the Pipeline 
 
Goal #1 
Support campus efforts to attract students that represent diversity as found in the Diversity Plan for the 
University of Oregon. 
 
Action Items 

• Continue and expand collaborations with departments serving student parents and nontraditional 
students (Office of Student Life, Graduate School, Nontraditional Student Union, ASUO Women’s 
Center). 

Measurement:  Hold ongoing meetings with these offices to identify opportunities for 
collaboration. 
Timeline:   Ongoing 
Responsibility:  Karen Logvin 

 
• When presenting at national and regional conferences (e.g., NCORE), highlight UO's commitment to 

equity and inclusion; consider taking student recruitment materials to these conferences whenever 
appropriate. 

Measurement:  Gather appropriate materials to take to conference; attend conference.    
Timeline:   June 1, 2008 
Responsibility:  Cris Cullinan in consultation with OIED and Admissions 

 
• Contact area high schools in effort to get students to consider UO for both employment and academics; 

partner with Admissions and Career Center. 
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Measurement:  Continue to work with high schools; contact LCC and high school culinary 
programs for food service employment. 
Timeline:   June 1, 2008 
Responsibility:  Chris Lonigan 

 
 

Point 5 – Developing and Strengthening Community Linkages 
 
Goal #1 
Identify ways to partner with community employers and agencies on diversity recruitment to the Eugene-
Springfield area. 
 
Action Items 

• Contact Lane County Human Resources Director group to determine if there is interest in partnering on 
this activity. 

Measurement:  Contact convener to get item on a quarterly meeting and conduct discussion. 
Timeline:   January 1, 2008 
Responsibility:  Linda King 

 
• Continue participation in WorkNet to attract a broader, more diverse applicant pool. 

Measurement:  Continue participation and expand involvement if possible. 
Timeline:   Ongoing 
Responsibility:  Chris Lonigan 

 
Goal #2 
Improve communication of available services in community for university faculty and staff. 
 
Action Items 

• Research community connections for possible partnerships (e.g., El Centro Latino, Directions, domestic 
violence agencies, etc) to attract greater diversity and provide support within the campus community. 

Measurement:  Research and assess agencies that would be of most interest and benefit to UO 
employees; contact those deemed most beneficial to explore potential partnerships. 
Timeline:   June 1, 2008 
Responsibility:  Alana Holmes and Cris Cullinan 

 
 

Point 6 – Developing and Reinforcing Diversity Infrastructure 
 
Goal #1 
Support OIED efforts to create an infrastructure for the university’s diversity efforts as appropriate. 
 

• Support OIED in recognition activities (such as the MLK annual award) that acknowledge work that 
advances the university’s diversity initiatives. 

 
 
6/18/07 























Amendment to the Vivian Olum Child Development Center Diversity Plan 
June 2007 

 
 
The review and assessment by members of the UO Diversity Advisory Committee 
provided valuable advice regarding needed revisions to the VOCDC diversity plan.  
Unfortunately, the current center director recently resigned and plans to recruit a new 
director are underway.  In order to modify the plan to not only incorporate the suggested 
revisions, but also to insure leadership commitment and involvement, it will be important 
that the new director play a role in the changes.  For that reason, the plan has been 
modified to include a process that begins this summer with center staff and concludes in 
the fall with the involvement of parents and the new center director.   The process will be 
initiated this summer by Karen Logvin, the UO’s work and family services (WFS) 
administrator, who supervises the center director and provides oversight for the center’s 
programs and policies. 
 
 
June 2007 

• Assign to the UO’s work and family services (WFS) administrator, the 
responsibility for reviewing and approving the center’s action plan and goals, 
including the development of an environmental scan and allocation of sufficient 
resources to support identified goals as they are developed. 

 
• The WFS administrator will establish an Action Planning Committee formed from 

the Lead Teachers group which currently meets weekly with the center director. 
 
July-August 

• The Action Planning Committee will develop and implement an environmental 
scan. 

 
August  

• Agenda for bi-annual all-staff retreat will include discussion of environmental 
scan results. 

• Establish staff work groups at retreat to draft goals based on the “six areas of 
emphasis” found in the UO Diversity Strategic Plan. 
 
To reflect the mission of the center, goals must reflect at least the following 
elements: 
• Child Curriculum 

 
• Classroom Environment 

 
• Parent-Staff relationships 

 
• Teacher training 

 



• UO student worker training 
 

• Center operating policies 
 
October 2007 

• The new center director will join the center’s action plan committee, and assume 
leadership of the planning effort with Karen’s guidance. 

 
November 2007 

• Results of environment scan and drafted goals will be reviewed and discussed by 
the Center’s Parent Advisory Council (November is first meeting of the year). 

 
January 2008 

• Agenda for all-staff retreat will include review and assessment of current goals, 
with amendments as necessary, including measurement and implementation 
timeline. 
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Guiding Principals for the Office of Institutional Research 
 
The Office of Institutional Research provides management information and analytical support to 
the University's decision makers, enhancing strategic planning and policy-making processes. We 
serve as the chief information clearinghouse for the University and conduct research on students, 
faculty, and staff to promote on-going institutional self-assessment. Institutional Research also 
fulfills the University's compliance reporting requirements at both the federal and state levels.  
Specifically this office: 
 

• Provides the highest quality data, information, and analytical services. 

• Anticipates our customers’ needs and exceed their expectations. 

• Provides institutional research and assessment data and data analysis to departments and 
units throughout the University community. 

• Organizes and conducts other institutional assessment programs, including assessment of 
student learning and student activities, both independently and in collaboration with other 
departments. 

• Provides institutional assessment results and analysis to administrative units, academic 
departments, and offices providing student support services. 

• Serves as consultants to other University offices, departments, and individuals on 
institutional data collection and analysis matters. 

 
The Office of Institutional Research plays a central role in the research and assessment of the 
University’s progress toward meeting its diversity goals: 
 

• Planning and Analysis. The office provides a wide range of information that enhances the 
institution’s ability to make effective decisions within the context of diversity. For 
example, a major component of the Program Review process includes trend data on 
ethnicity and gender. 

• Faculty and Staff Studies. The office conducts a variety of studies that evaluate the equity 
of compensation by gender and ethnicity. In addition, the office provides information 
about the ethnic and gender diversity of units on campus or among specific groups of 
employees. 

• Student Studies. The office provides analytical support for enrollment management 
including enrollment patterns and trends based on gender, ethnicity, and income. This 
office also provides extensive analysis regarding the effectiveness of financial aid 
programs that assist students of color, low income students, and first generation college 
students. Retention and graduation information provided by the office sustains a variety 
of self-assessment efforts as campus programs monitor progress toward their diversity 
goals. 

• Communication. The office coordinates the submission of information that tracks 
diversity on campus and disseminates information regarding students, faculty and staff 
through the University Profile. In addition, we participate in many data sharing 
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consortiums, which allows the University to compare its progress against similar 
institutions. 

 
 

Mandate 
 
The Diversity Plan for the University of Oregon was adopted and issued by President 
Frohnmayer on May 14, 2006 and adopted by the University Senate on May 24, 2006.  The plan 
provides a set of principles to guide the University as it nurtures the development of a more 
culturally responsive community.   
 
A central element of the Diversity Plan is that each college, school, and unit develop its own 
Strategic Action Plan.  Given the small size of the Office of Institutional Research, the office’s 
entire staff participated in the development of our unit’s plan. 
 

Institutional Research Staff: 
 
J.P. Monroe, Associate Director 
Guihua Li, Associate Director 
Andrea Larson, Senior Research Analyst 
Sherry Stahl, Management Analyst 
Dee Rawson, Administrative Program Specialist 

 
The Office of Institutional Research is uniquely positioned to help the University achieve its 
diversity objectives. Our office regularly provides information and analysis to the campus 
community on a wide range of diversity issues. From studies of students to faculty 
compensation, our office can provide a detailed and nuanced view of our community. Providing 
demographic information about our students or staff is just the first step. For us, being culturally 
responsive means understanding the linkages between diversity and other aspects of university 
life.  
 
Our unit’s goals reflect not what we think we are already doing to support diversity on campus 
— though, these activities are numerous. Rather, given the six elements of the UO Diversity 
Plan, our plan focuses on the additional activities we can undertake to help ensure its success.  
 
 

Areas of Emphasis 
 

1. Developing a culturally responsive community 
 
Goal #1 
Assist in educating the campus community about the new UO Diversity Plan.  
Because the UO Diversity Plan represents an organic and evolving initiative, fostering an 
ongoing climate of self-assessment is vital to the plan’s success. Institutional Research can 
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support a culture of evaluation by providing information and the analytical tools necessary to 
meet the goals of the plan. 

 
Action items:  

1. Meet with the Office of Institutional Equity and Diversity to identify a strategy 
for the year following release of the Diversity Plan. 

2. Support the office’s informational and analytical needs in the process of 
increasing awareness and acceptance of the plan. 

 
Measurement:  
Promote campus-wide awareness of the diversity goals by providing data that supports self-
assessment activities. 
 
Timeline: 
Initiative begins with the approval of the UO Diversity Plan. Have concrete steps in place 
for the 2007-08 academic year. 
 
Responsibility: 
Associate Director of IR 

 
Goal #2 
Plan and participate in diversity training and educational opportunities. 
In an effort to broaden the perspective of our office, there should be regularly scheduled diversity 
and training opportunities. 
 

Action items:  
1. Assess where the staff feels there is the need for training. 
2. Schedule at least one training per year in IR. 
3. Schedule at least one training per year in partnership with other offices on campus. 
4. Follow-up each training with group discussion about how the training informs and 
affects the work that we do. 

 
Measurement:  
Develop a schedule of training opportunities. 
 
Timeline: 
Initiative begins immediately; ongoing. 
 
Responsibility: 
Administrative Program Specialist 
 

2. Improving campus climate 
        
Goal #1 
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Provide institutional research and assessment support to the activities of Business Affairs 
Office’s employee survey.  
Institutional Research can offer expertise in the development and analysis of an employee survey 
that will provide a sense of the campus’s climate around diversity issues. 

 
Action items:  

1. Meet with Laura Hubbard to support the design, administration, analysis, and 
dissemination of results of the new employee survey. 

2. Consult with HR concerning other efforts in this area. 
3. Include items in the survey that help assess the diversity climate on campus. 

 
Measurement:  
Completion of the survey in collaboration with BAO and HR. 
 
Timeline: 
Initiative begins May 1, 2007; end not yet determined. 
 
Responsibility: 
Senior Research Analyst 

 
   
3. Building critical mass 
 
Goal #1 
Highlight diversity goals and efforts in the University Profile. 
The University Profile is an important vehicle for communicating our diversity objectives. The 
Profile should feature what we hope to accomplish and highlight our successes as we move 
forward with the plan. 

 
Action items:  

1. Propose a new section in the University Profile that emphasizes the University’s 
efforts to recruit a more diverse student and employee population. 

2. Coordinate this effort with the Office of Institutional Equity and Diversity 
 
Measurement:  
Addition of new section to the Profile. 
 
Timeline: 
Initiative begins immediately; ends with the publication of the new Profile. 
 
Responsibility: 
Management Analyst 

 
4. Expanding and filling the pipeline 
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Goal #1 
Assess our efforts to attract a more diverse admission pool. 
As an institution, we are committed to the goal of increasing the diversity of our student 
population, and we commit resources to achieve that end. However, we lack a comprehensive 
evaluation system that tests whether our efforts are sufficient to achieve our goals. For example, 
how effective is the current mix of institutional aid that we offer to students in our efforts to 
attract a more diverse pool of students? Institutional Research will take steps to more closely 
monitor the effectiveness of these efforts. 

 
Action items:  

1. Meet with Martha Pitts to discuss the development of measures that can be used to 
assess the University’s efforts to attract a more diverse student population. 
2. Create a template that helps communicate these efforts to key constituencies on 
campus.  

 
Measurement:  
A set of key indicators developed in coordination with Admissions and Financial Aid. 
  
Timeline: 
Initiative begins June 1; ends December 15, 2007. 
 
Responsibility: 
Associate Director of IR 

 
Goal #2 
Provide an assessment of how Freshmen Interest Groups (FIGs) enhance the retention of a 
more diverse student population. 
The FIGs efficacy in the area of student retention and academic performance are now well 
documented. There is some evidence that the program may be especially beneficial for students 
of color. 

 
Action items:  

1. Meet with Karen Sprague to discuss the development of measures that can be used 
to assess the effectiveness of the program in the retention of students of color. 

 
Measurement:  
Analytical support for the assessment of FIGs effectiveness in the retention of diverse 
students. 
 
Timeline: 
Initiative begins June 1; ends December 15, 2007. 
 
Responsibility: 
Associate Director of IR 
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5. Developing and strengthening community linkages 
 
No goals at this time. 
 
 
6. Developing and reinforcing diversity infrastructure 
 
Goal #1 
Develop measurable indicators of progress in each dimension of the diversity framework. 
Historically, Institutional Research has provided information and analysis about the University’s 
progress toward meeting its objectives and goals. We need to expand these activities to include 
key elements of the diversity plan.  

 
Action items:  

1. Meet with the Office of Institutional Equity and Diversity and work out a strategy 
for tracking progress on the plan by developing key indicators. 

2. Support the office’s informational and analytical needs. 
 
Measurement:  
A set of key measures developed in coordination with the Office of Institutional Equity and 
Diversity. 
  
Timeline: 
Initiative begins June 1; ongoing. 
 
Responsibility: 
Associate Director of IR 

 
Goal #2 
An inventory of the work that IR is currently doing to support diversity efforts around 
campus.  
Because the Office of Institutional Research interacts with many campus decision makers, units, 
and programs on a variety of diversity issues, it is important that the office develops an inventory 
of these activities and relationships. For example, looking at ethnicity is routinely part the 
retention and graduation analysis that we do each year; however, it’s not labeled as a diversity 
study, per se. We need to gain a better understanding of what information we are gathering and 
how it is being used around campus. 

 
Action items:  

1. Develop a comprehensive list of reports and analyses that relate to diversity. 
2. Detail how the information is being used. 
3. Evaluate the any unmet needs. 

 
Measurement:  
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Produce a document that details the office’s current diversity activities. 
 
Timeline: 
Initiative begins immediately; ends September 1, 2007. 
 
Responsibility: 
Entire staff 

 
Goal #3 
A survey of the work that other IR offices are doing to support diversity efforts at other 
campuses.  
Knowing what other IR offices are doing in this area would also be helpful. A survey of our peer 
institutions would give us an idea about what areas need further attention and would help guide 
future initiatives. 

 
Action items:  

1. Survey other IR units to identify analyses that are being conducted around 
diversity issues. 

2. Detail how the information is being used. 
 
Measurement:  
A document that details peer IR offices’ current diversity activities. 
 
Timeline: 
Initiative begins immediately; ends December 1, 2007. 
 
Responsibility: 
Management Analyst 

 
 

Resources 
 
The Office of Institutional Research will have a better understanding of the resource needs and 
staffing implications as we move forward with these initiatives. 
 
 



Department of Public Safety 
 

Strategic Diversity Action Plan 
 

I.  Diversity Value Statement 
 

The University of Oregon Diversity Plan defines diversity as “Differences based on race, 
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.”  The University of Oregon Diversity Plan continues, “All members of the University 
community share in the responsibility of creating and maintaining a learning and working 
environment that recognizes the value of diversity.  All members of the University will benefit 
from increased diversity at the University and from the efforts to build a safe, inclusive, and just 
campus site.”   
 
The Department of Public Safety (DPS) embraces this mandate, and realizes its unique role in 
fulfilling it.  To DPS falls the responsibility of enforcement on campus, and with that the 
attendant responsibility of applying cultural competence in tense, complex, conflicting, and crisis 
situations, where time is limited and the reasonableness of individuals is sometimes impaired 
through substance use, political passion, their own biases and beliefs, or even crowd psychology.  
To be effective in these situations, DPS must have previously built a day-to-day foundation of 
respect, fairness, impartiality, and tolerance through its interactions with the campus community.  
DPS recognizes that it needs to be a campus leader in diversity tolerance and cultural 
competence, and that leadership in these areas will enhance public safety and create a model of 
fair and unbiased enforcement that is based on a thorough foundation of education and 
prevention. 

 
II. Diversity and the DPS Mission 

 
The Department of Public Safety plays an integral role in the university community by providing 
a safe, secure, and welcoming environment.  Our mission is to foster a climate that encourages a 
free, open, and civil exchange of ideas, in support of the educational, research, and public service 
goals of the university.  We recognize and promote the value of diversity and tolerance consistent 
with a spirit of responsible citizenship within an international community. 
 
Specifically addressing the relationship of DPS staff to the University of Oregon Diversity Plan, 
it is clear that:  

 
 DPS recognizes the clear intersection of campus-wide diversity action plans and its own 

departmental mandate. 
 DPS staff has both knowledge and ownership of the DPS mission statement and the 

campus-wide Diversity Plan. 
 Diversity tolerance and cultural competence is emphasized to all staff, both uniformed 

and non-uniformed, as well as student employees. 
 DPS staff reviews the mission statement at least annually. 
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We recognize that the achievement of a department utilizing best practices in public safety will 
include a continuous department-wide emphasis on diversity tolerance and cultural competence, 
and ongoing training in diversity for all DPS employees.  

 
III.   Providing a Safe Environment on a Diverse Campus 

 
In fulfilling our mission, we are an integral part of the campus community, and not a separate 
entity.  The result, and the ongoing goal, is a Department that is diverse and culturally competent 
in the same degree as rest of the campus, and that participates fully in the campus-wide 
commitment to diversity and cultural competence.   

 
DPS has an added responsibility to assist others in maintaining a culture of diversity on the 
campus through its enforcement responsibility.  Through the exercise of this responsibility, DPS 
plays a unique role at a pivotal point in the timeline of diversity expression, namely, at times of 
civil protest and group demonstrations.  DPS recognizes that civil protest has a place and 
purpose, and that in fulfilling that purpose, civil protest must not interrupt the freedom of others 
to pursue their own activities, and their right to protection of their property, including the public’s 
right to the protection of public property. 
 
DPS, through consistent emphasis and training, has a practice of respectful and non-
confrontational interactions with participants and observers during protest, and a mission to 
enhance freedom of expression while respecting the rights of all.  We maintain an environment 
free from intimidation and violence, and practice fairness and consistency regardless of our 
personal opinions. 
 
IV. Recognizing the Value of Diversity and Tolerance 

 
At DPS, prevention and education are primary components of our mission, which have equal 
importance to enforcement, and which dramatically reduce the element of enforcement required 
in our activities.  We support each person, regardless of differences, by treating him or her fairly.  
We recognize the uniqueness of each person and his or her unique and essential contribution to 
the community.  We understand that in protecting the rights of an individual, we are assuring the 
safety of the larger community.  We understand that cultural competence and diversity tolerance 
come in to critical play when individuals perceive impingements on their safety and security, and 
we recognize that the primary tool to combat this is through education and prevention. 

 
We encourage diversity by protecting people based upon their rights as citizens of the campus 
community, regardless of their differences.  We continuously educate ourselves about the 
differences we may encounter.  In the last three to four years, we have worked with various 
groups (American English Institute, International Students Association, Public Safety Advisory 
Group (PSAG) and others), to reach out and be certain that they are aware that DPS will not 
discriminate against them, and instead is there to serve them, and, where necessary, to protect 
them.  We are aware that international students, and others from diverse cultures and 
backgrounds, may have different and negative experiences with the role of public safety officers, 
and may hesitate to contact them even when needed.  We work consistently through outreach and 
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training to provide a different and positive experience of public safety officers before any need 
arises.  We continue to seek additional involvement with on-campus leaders of these groups. 

 
V.  Diversity Training and Benchmarks 
 
The Department of Public Safety recognizes that the process of creating and implementing a 
Strategic Diversity Plan is ongoing, and will not end with the approval of this plan.  Training for 
the culturally competent public safety officer and DPS employee emphasizes prevention, 
education, and enforcement.  Within these three fundamentals, diversity tolerance is emphasized 
and cultural competence is achieved.   
 
The defining trait of well-trained DPS employees, clearly understood by all in the Department, is 
their fair, unbiased, and respectful treatment of all in the campus community and the wider 
society in the performance of their duties.   

 
The Department of Public Safety provides on-going training for officers and employees, both 
within the department and through outside sources.  This training is seen as essential and is 
supported by all staff.  Through diversity training, DPS becomes prepared to interact with other 
campus departments and units as they, too, become more diverse.  The resultant trust and sense 
of inclusion will enhance public safety through information, cooperation, prevention, and 
education.   

 
Through commissioning, merit awards, and community awards, officers and DPS employees are 
rewarded for their proper actions in fulfillment of the DPS mission.  These recognitions often 
involve situations where the officer or employee has demonstrated cultural competence and 
respect for diversity, and in no case would include the opposite.  An example of this would be 
when a staff member recognizes a situation of difficulty dealing with a “diversity” issue re: 
language barrier and goes beyond the expected performance of duty to alleviate the issue at hand. 
This system of reward and recognition fosters awareness and encourages additional efforts to 
support and protect the widely diverse campus population.   
 
VI. History of the DPS Diversity Action Plan 
 
Changes in personnel at every level in the department have occurred during the development of 
the DPS Diversity Action Plan (DAP).  There is recognition that the delay created by these 
changes does not need to impact the quality of the plan, nor its basis in participation of a variety 
of department employees.  In fact, the acceptance of change, the flexibility to respond positively 
and move forward, while maintaining the contributions of past participants, is a strength which 
the department brings to the plan at its outset. 
 
As part of the development of the Diversity Action Plan, a survey was developed and distributed 
to all DPS employees (see Attachment A).  Time was set aside for the surveys to be completed 
at the time they were distributed.  Anonymity was ensured by creating a drop box for the surveys.  
The completed surveys were tabulated (see Attachment B).     
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VII. Areas of Emphasis 
 

1.  Foster an environment within DPS that is inclusive and in which employees are valued 
and treated with respect. 
 
Action Items: 
 

A. At each bi-monthly staff meeting the UO and DPS Diversity Policy will be 
reaffirmed. 

 
B. When each new employee meets with the Director, this commitment will be 

emphasized. 
 

C. The training officer will, at each training session, speak about diversity and our 
DPS mission statement. 

 
D. Conduct survey or information gathering effort (e.g., focus groups) to elicit ideas 

for new or improved services that will serve campus diversity needs. 
 

E. Research practices and programs of other universities.   
 

F. Review current DPS public space for potential changes in appearance that would 
create a more welcoming first impression to visitors. 

 
G. Work with the assistance of the Vice President of Administration and Finance to 

locate, acquire, and relocate DPS physical spaces to assist in our work efforts and 
improve our public perception and present a more welcoming space for 
prospective employees. 

 
2.  Building critical mass. 
 
Goal #1 
 
Expand our outreach and recruitment to create more diverse applicant pools that include 
under represented populations. 
 
 
 
 
Action Items: 
 

A. Explore ways to post DPS position announcements more widely within the local 
community, and partner with local organizations to attract greater diversity.  Direct 
position postings to groups cited in 3A below. 
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B. Research opportunities for attendance at career fairs held in the local area and across the 
state that target under represented populations. 

 
C. Do fingerprinting of applicants who require background investigations on Sundays to 

accommodate applicants’ potential work conflicts. 
 
3.  Expanding and filling the pipeline. 
 
Goal #1 
 
Support campus efforts to attract students that represent diversity as found in the diversity 
plan for the University of Oregon.   
 
Action Items: 

 
A. Continue and expand collaborations with departments serving student parents and 

nontraditional students (Office of Student Life, Graduate School, Nontraditional Student 
Union, ASUO Women’s Center, and Office of Veterans Affairs). 

 
4.  Developing and Strengthening Community Linkages 
 
Goal #1 
 
Identify ways to partner with community employers and agencies on diversity recruitment to 
the Eugene-Springfield area. 
 
Action Items: 
 

A. Identify local agencies and resources that serve and support under represented 
individuals. 

 
B. Seek out community agencies/groups that sponsor events where interested DPS 

employees could volunteer their time and expertise.  An example would be linking up 
with a community group such as Food for Lane County or Coalition for the Homeless 
to work together on a volunteer project.   

 
5.  Developing and reinforcing diversity infrastructure. 
 
DPS will be at the forefront of reinforcing the diversity infrastructure.   
 
Action Items: 
 

A. Closely monitor reports of actions by the campus constituents which are contrary to the 
“Diversity Mission Statement”.  All reports of hate crimes, gay bashing, harassment of 
persons of color, etc., will be immediately forwarded to the Vice President for 
Administration and Finance for further attention and action. 
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B. Document and investigate hate/bias related incidents committed on campus. 
C. Work with and support Office of Institutional Equity and Diversity (OIED) efforts by 

developing a working relationship with OIED staff. 



Attachment A 

University of Oregon 
Department of Public Safety Survey 

 
Diversity Definition 

 
“Differences based on race, 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.” 

 
Cultural Competence Definition 

 
“Cultural competence is an active and ongoing process of self-reflection, learning, skill development, 

and adaptation, practiced individually and collectively, that enables us to engage effectively a 
culturally diverse community and world.  Cultural competence allows us to recognize that our 

statements, convictions, and reactions are conditioned by the culture in which we live.  Cultural 
competence enables us to bring this knowledge to bear in our interactions so that we can participate 

respectfully and effectively in our pluralistic University, state, country, and world.” 
 

 
 

1. Has our department defined or described diversity in the department’s mission and goal 
statements? 
Yes No 

 
2. On a scale from 1 through 5, please rate how important diversity seems to be in our 

department, based upon actions (i.e., hiring a diverse staff, ongoing diversity training and 
awareness, accomplishments and strategic direction, etc.). 
Not Very Important              Very Important 
1                             2                               3                              4                                   5 

 
3. On a scale from 1 through 5, please rate how responsive you feel our department has been in 

addressing diversity in general. 
Not Very Important              Very Important 
1                             2                               3                              4                                   5 
 

 
4. On a scale from 1 through 5, please rate how well our department has developed strategies to 

welcome students from various backgrounds, under-represented groups, or international 
students. 
Not Very Important              Very Important 
1                             2                               3                              4                                   5 
 
 

5. Definition:  On a scale from 1 through 5, how “culturally competent” do you feel our 
department is?   
Not Very Important              Very Important 
1                             2                               3                              4                                   5 
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6. How much of a priority is it for our staff to develop cultural competency skills in their work 
with students on campus? 
Not Very Important              Very Important 
1                             2                               3                              4                                   5 

 
 

7. On a scale from 1 through 5, how well do you think DPS has positively impacted the climate 
regarding diversity on campus?   
Not Very Important              Very Important 
1                             2                               3                              4                                   5 
 

Write In / Free Response 
 

 
8. What challenges has our department faced in regards to diversity in the areas of: 

 
 

a. Training? 
 
 
 
 

b. Personnel / Hiring? 
 
 
 
 

c. Implementing diversity initiatives? 
 
 
 

9. What are some specific accomplishments / “best practices” that you feel DPS has achieved 
regarding cultural competency diversity initiatives, or campus climate?  Please describe here 
and/or attach separate documents. 
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1.   Mission. 

The University Planning Office (UPO) manages the creation of places that support 
and enhance teaching, research, and public service activities at the University of 
Oregon.   
The UPO provides services related to campus planning, project-design management, 
City of Eugene and Oregon University System coordination related to development, and 
space management.  The office is the steward of the university’s built environment and 
works proactively to ensure a beautiful and functional campus.  

 
2.   Organizational Structure. 

The UPO reports to the vice president for finance and administration.  It currently 
consists of the senior director; five planning associates, one of whom also serves as a 
space analyst; a research analyst; and an office assistant.  These individuals comprise 
6.75 FTE; all report directly to the senior director.  An organizational chart is attached. 

 
3. History of Diversity Efforts in the University Planning Office. 

Past efforts 
The UPO has been diligent in performing searches for internal vacant positions that will 
result in diverse candidate pools.  During the review and selection process for new 
employees, we follow affirmative action guidelines.  We also regularly employ two or 
three students in our office.  While the search process for these is not as rigorous as for 
permanent employees, the results have yielded a strongly diverse representation of the 
student body.  These students are from the fields they intend to pursue as professionals 
(architecture, landscape architecture, and planning); our office serves as mentors to them 
during their employment with us. 
 
When hiring outside professional consultants for assignments such as conceptual design 
studies or planning and design services, we are equally diligent about performing 
searches that will result in a diverse pool of consultant firms from which to choose.  
These searches include, at a minimum, advertisements in minority publications, 
specifically The Skanner (Portland) and The Portland Observer, and, less frequently, The 
Hispanic News (Portland).   
 
Our design process is heavily user driven, which allows each project to consider a wide 
range of criteria developed by widely diverse user groups.  In this way each project can 
focus on and emphasize the values most important to the project itself.  
 
Effectiveness 
Our staff currently consists of three men and five women; as such we are over-
represented by women.  However, we do not currently have any employees that are not 
white and of European descent.   We did have an employee of Chinese descent who left 
the office five years ago for a job in San Francisco.   As noted above our student 
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employees tend to be representative of diverse backgrounds—including African and 
Asian.  Most importantly we serve as mentors to these students during their time at the 
university. 
 
In recent years we have hired consultants from a variety of ethnic and racial 
backgrounds including those of Native-American and African-American descent. 
 
As for diversity in design, several projects have taken on the issue of how users from 
varying backgrounds can be accommodated by the built environment and how people 
from the dominant background can learn from alternative built environments.  The most 
striking of these developments is the Many Nations Longhouse (Native American), 
which evolved out of a user/design process rich in diverse social and cultural values.  
As such, the building's presence plays a prominent role in providing opportunities for 
people to gain information about and participate in the expression of Native American 
traditions, values, and beliefs. 

 
4.   Resource Statement. 

The UPO currently is funded by a combination of general funds and funds recovered 
from individual construction projects.  We also currently have a very small percentage 
of our work funded by a grant.  As designers and planners we are innately curious 
about the built environment and the processes that result in alterations to it; we have a 
high interest in understanding what it means to be a long-lived institution with 
recognized and established iconography in a world that demands change and 
innovation.  The challenge is to change and innovate while not losing the legacy that 
represents 125 years of institutional history.  This type of challenge fascinates planners. 

 
5.   Process for Plan Development. 

Diversity planning has included the UPO staff in its entirety, with authorship of the plan 
assigned to the senior director. 
 
As a group we began by evaluating our work over the last several years with an eye 
towards diversity issues.  This took place over the course of several staff meetings and 
an annual retreat.  The process resulted in a improved understanding of why diversity is 
important to us (among other things, because our served population as the entire, 
diverse university community); the definition of diversity we would use as we move 
forward with our action plan (see below), and what ideas we will include as actions in 
this plan.  Finally, we determined that (1) we will all participate in future monitoring of 
our diversity plan, and (2) we will include diversity topics in the agendas as we make 
our annual visits to each vice president, dean, and director in which we discuss specific 
projects and campus development. 

 
6.   Diversity Value Statement. 

The vision statement in the Campus Plan, which is the university's guiding document 
related to campus-planning processes and policies, and the UPO's mission statement 
(both printed below) are founded on meeting the needs of campus users and protecting 
the integrity and quality of the campus's built environment.   
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Diversity Value Statement:  Understanding the relationship between the environment 
and the campus community's needs and expanding the learning opportunities of 
campus users depends on our understanding the diversity of the campus community. 
 
UPO's mission – “ The University Planning Office manages the creation of places that 
support and enhance teaching, research and public service activities a the University of 
Oregon.” 
 
Campus Plan Vision – “The University of Oregon’s campus will be responsive to the 
needs of its occupants, adaptable to emerging opportunities, and beautiful to behold.” 

 
7.   Definition of Diversity. 

First and foremost, the development of an Action Plan means that, in implementing the 
UPO's mission and the Campus Plan's vision, we, as a group, will learn more about 
diversity (in its diverse forms—physical, social, cultural, ethnic, sexual, ideological) and 
its relationship to and expression in the built environment.  This represents for us an 
opportunity to learn more about an interesting facet of landscape and facilities design.  
As stewards of a public higher-education institution, we eagerly embrace opportunities 
to learn more about the craft of our work.  As we continue to learn, we will apply our 
knowledge to the processes we oversee. 

 
New knowledge potential: Process to apply to: 
How to create spaces that accommodate a 
broad diversity of users.  (Examples 
include those with differing mobility 
abilities, language use, cultural 
backgrounds, etc.) 

Design process 

Different and better ways to communicate 
with the on-campus and off-campus 
communities including professional 
specialty consultants. 
 

Plan development 
Design process 
 

Mentoring students (especially those with 
diverse backgrounds) not only as our 
employees but also in the informal 
contacts that result in the execution of our 
various processes. 

Student interactions 

Hiring consultants and staff with diverse 
backgrounds to place them in positions of 
leadership on the campus and make them 
a part of the interdisciplinary design 
teams. 

Hiring process 

Inclusive processes that consider not only 
the participants but how the final product 
will fit into our existing campus and 
expand our knowledge of a world beyond 
the campus.  For example, just what does it 

Plan development 
Design process 
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mean to design and build a campus that 
responds to diverse ideas and is still a 
cohesive campus welcoming to all? 
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Action plan –  
The core elements of our Action Plan fall into four broad categories:  external 
interactions, diversity and design processes, office interactions (i.e., inter-office 
relations), and consultant/staff recruitment.  We are likely to rely heavily on regular 
office meeting times and existing available professional development options. 
 
We plan to integrate systematic feedback on our progress in the following ways: 

1. Each employee has a year performance evaluation, these offer opportunities for 
candid and private feedback on diversity issues. 

2. We will dedicate some time each year at our yearly retreat to examining 
diversity issues. 

3. Each year we meet with Deans and other directors who regularly initiate large 
development projects.  We will set aside some time in each of these meetings to 
review our ideas about diversity and development and offer an opportunity for 
them to assess our efforts in these areas. 

4. Many projects are subjected to a post occupancy review.  This review will 
include the examination of diversity issues. 

5. Periodically, we assess the health of the campus in terms of its physical 
development.  In this way we hope to identify, pro-actively, areas for 
improvement or areas to preserve before individual projects are initiated.  We 
will add diversity issues to these assessments. 

 
We have expanded these categories and organized them around the six areas of 
emphasis within the university’s diversity plan, indicating goals, actions, and measures 
of progress, responsibilities, and timelines. 
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1. Developing a Culturally Responsive Community. 
Meaning 
A culturally responsive community is aware of the cultural differences of its individuals.  
Its built environment is responsive to these individuals' needs.  The greatest challenge 
here is to determine ways in which to be responsive to cultural diversity and still 
maintain (and even identify components of) the institution's historic/cultural integrity. 
Current Status 
Our broadly inclusive processes allow the values of diverse community to be reflected in 
the results.  However, as staff, we should be able to remind individual groups of areas 
the broader community has identified as important, as well as ways in which these may 
be exclusionary, which groups also may wish to consider as they go about their work.  
Recently these areas of importance have included sustainability, trees, and 
transportation issues.   
While the Campus Plan prescribes the process that allows user groups to direct the 
design of their projects, it does not single out diversity as an issue that should be 
expressly considered (see Developing and Reinforcing Diversity Infrastructure). 
Current Strengths and Challenges 
Individual groups’ ability to set their own priorities is a strength; the challenge is our 
limited ability, depending on the project, sometimes to guide them towards the greater 
community’s goals and sometimes to point out diverse opportunities for consideration, 
and then to help the user groups embrace these as their own. 
 

 Measure 
progress  

Responsible Timelines 

Goal:  Establish diversity as a 
value each project should 
consider. 

   

Action:  Include diversity issues in 
discussion relating to consultant 
selection and design. 

Percent of 
design 
processes 
where 
discussed 

Project 
Planners 

Begin this 
immediately 

Action:  Explore the implications of 
a diverse built environment in the 
context of our campus and its 
existing forms. 

Do 
environments 
honor the 
past while 
being 
responsive to 
all? 

Planning 
Office Staff 
(Senior 
Director) 

Series of 
conversations 
over the next 12 
months. 

Action:  Consider adding diversity 
as an issue to be considered by each 
project as it is designed—perhaps 
as a pattern. 

Included  in 
Campus Plan 

Campus 
Planning 
Committee 
(UPO Staff) 

Consider for 
next year's 
work plan 

 
 
2. Improving Campus Climate. 
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Meaning 
Beyond our interactions with each other, we also interact with all sections of the campus 
community in the course of our work.  Additionally we interact with off-campus 
consultants, governmental agencies, and community members. 
Current Status 
Our self-evaluation of past projects did not reveal any apparent deficits in our 
interactions, particularly around diversity efforts. 
Current Strengths and Challenges 
We are interested and eager to improve the ways in which we interact with each other, 
with our campus constituents, community members, and with our hired consultants. 
 

 Measure 
progress  

Responsible Timelines 

Goal:  Improve the quality of our 
interactions with others in the 
areas of diversity. 

   

Action:  As on-campus news items 
which include diversity arise, use 
these as discussions in staff 
meetings. 

Four times a 
year discuss a 
news item. 

Senor Director Begin this 
immediately 

Action;  Use existing curriculum or 
invited speakers or facilitators to 
explore issues related to 
communications and interactions 
and diversity issues in staff 
meetings. 

Four times a 
year. 

Senior Director Begin this 
immediately 

Action:  Take advantage of 
opportunities to place consultants 
of minority backgrounds in visible 
situations such as lectures or public 
appearances. 

One 
opportunity 
for each 
consultant 

Senor Director As 
opportunities 
arise 

 
 
3. Building Critical Mass. 

Meaning 
Our unit recognizes the university’s commitment to develop a critical mass of persons 
from under-represented groups.   For us this means faculty, staff, and student 
employees. 
Current Status 
Our small staff is without minority representation and currently without student 
minority representation but is well represented by females. 
Current Strengths and Challenges 
We work hard to ensure deep pools from which to choose as we fill vacant positions 
(which are infrequent).  Our turnover rate for student employees is much higher and 
this will provide future opportunities. 
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 Measure 
progress  

Responsible Timelines 

Goal:  Increase number of 
minority on staff including 
student workers. 

   

Action:  Make every effort to fill 
vacant positions, including student 
positions, with diverse applicants. 

Ensure that 
every search 
is well 
recruited. 

Senor Director Begin this 
immediately 
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4. Expanding and Filling the Pipeline. 
Meaning 
Our opportunity lies with minority student employees and in being good mentors to 
them so they effectively pursue their careers in the fields they have chosen. Successful 
mentoring requires awareness of and sensitivity to their diverse backgrounds. 
Current Status 
We are currently without student minority representation but have had several minority 
student employees in the past. 
Current Strengths and Challenges 
Our turnover rate for students is higher than for permanent employees, and this will 
provide opportunities in the future. 
 

 Measure 
progress  

Responsible Timelines 

Goal:  Provide mentoring to 
minority student workers. 

   

Action:  Be good mentors to 
minority student workers who will 
be entering the work force. 

Check in with 
students 
periodically 
to assess their 
progress and 
see if help is 
needed. 

Entire staff Begin this 
immediately 

 
 
5. Developing and Strengthening Community Linkages. 

Meaning 
By setting examples in planning processes (see Developing a Culturally Responsive 
Community) we can show other public agencies how to integrate diversity issues into 
the practice of planning and development.  
Current Status 
We regularly share our ideas with local practitioners who are motivated listeners 
because they would all like to work for the university. 
Current Strengths and Challenges 
Our strength in this area is our interest in learning and sharing what we learn with 
others.  Our challenges lie in the time needed to do this. 
 

 Measure 
progress  

Responsible Timelines 

Goal:  Share what we learn with 
other practitioners. 

   

Action:  Present our work to local, 
regional, and national groups. 

One 
presentation a 
year. 

Entire staff Begin this 
immediately 

 
 
6. Developing and Reinforcing Diversity Infrastructure. 
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Meaning 
Incorporate our ideas about diversity and the built environment into the regular 
processes involved in campus planning and assist in developing new ones as needed. 
Current Status 
We regularly update our plans to include new ideas. 
Current Strengths and Challenges 
Our strength is our interest in doing this.  Our challenge lies in the time needed to do it. 
 
See Developing a Culturally Responsive Community for our goals and actions for this 
point. 
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