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TO: The Oakland University Senate Steering Committee

FROM:  Adina Schneeweis, Chair, Senate Faculty Diversity Equity and Inclusion Committee

CC: Britt Rios-Ellis, Provost

DATE: May 15, 2023

SUBJECT:  End of the Year Committee Report

The Faculty DEI committee was first established in Academic Year 2019-2020 as an ad hoc committee of the Oakland University Senate; it is now, in Academic Year 2022-2023, in its third year as a standing committee. The purpose of the committee is to address issues related to faculty diversity, equity, and inclusion in all aspects of faculty life at the University. 

Below, we review the Charge of the committee and its structure and function. We then describe the accomplishments of each subcommittee for the past academic year.
 
Charge
· To advance diversity, equity, and inclusion in an environment of mutual trust and respect at all levels of the institution;
· To facilitate opportunities and success for all community members;
· To develop and refine metrics that will be used to monitor and evaluate OU’s performance on faculty-related diversity, equity, and inclusion initiatives;
· To develop and implement training;
· To research and promote best practices in faculty recruitment and retention;
· To regularly conduct policy audits and recommend changes necessary to support a diversity, equity, and inclusion in faculty recruitment, hiring, promotion, and tenure and opportunities for leadership.

Committee Structure and Function
Members of the Faculty DEI Committee are drawn from each School/College within the University, with one permanent staff representation, and with additional ex-officio appointments representing students and staff. The Academic Year 2022-2023 membership is below. 

As Provost Fellows, Jason Wasserman and Joanne Freed each chaired the committee in the previous two years. As Provost Fellow this year, I (Adina Schneeweis) was set to chair the committee; since I was on sabbatical during Fall 2022, Joanne Freed served as chair in my place, and I resumed the role in Winter 2023. For the next Academic Year 2023-2024, there is no chosen incoming chair for the committee, given the history of the Provost Fellowship and the ending of the terms for all three of the above-mentioned Fellows.
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The committee operates with a subcommittee structure: each subcommittee, comprised of 2–5 members, is tasked to engage the larger University around specific initiatives related to faculty diversity, equity, and inclusion. Below is a list of each of these subcommittees, with a summary of their activities for the year.

Subcommittee Accomplishments:

A. Diversity Advocate Program*
· The DA program continued this year with the development of an online, self-paced course via e-space (currently almost ready for public launch). The role was also renamed Diversity and Equity Advocate (DEA), based on feedback from past trainees and the parallel program running for staff advocates.
· The training was not offered throughout the year, yet a virtual training is schedule for the end of May (to be run by Adina Schneeweis).
· A total of 133 participants completed the training between 2019 and 2022, with feedback from some units that more faculty require or want training.
· A reflection meeting was held on April 14, 2023, attended by seven faculty members. A survey requiring feedback about the program was also sent out in April, with a small return rate of six individuals completing it. Between the two platform, the following takeaways emerged:
· Three faculty members have served as DEAs on faculty searches, and all indicated feeling prepared/trained to serve in this role;
· Most DEAs indicated observing good faith effort on the part of search committees to enact and operationalize OU’s commitment to the fourth strategic goal (related to DEI), with observations and anecdotes that continue to warrant the need for the program and for university-wide training;
· Recurrent remarks centered on (a) the importance of assigning a DEA from outside the search committee’s unit (to avoid power dynamics around internal hierarchies and tenure and promotion processes), on (b) the need to provide clear guidelines to entire committee about the role of the DEA, and on (c) the need for entire faculty body, serving as DEAs or not, serving on search committees or not, to train in unconscious bias awareness.
· Next steps:
· Examine the procedures of assigning DEAs (internally or externally to hiring unit) to a search committee;
· Examine the procedures of assigning DEAs and/or search committees before a job ad is written and approved;
· Disseminate reflection remarks to trained DEAs, including the brainstormed list of ideas for a DEA to present to a search committee at the first convening, to explain their role and set up DEI-related expectations for the group;
· Feedback from those serving as DEAs continues to be needed, to inform any future adjustments to the training or the program overall;
· Reflect on the recommendation to develop additional training or “levels” (for DEAs or broadly), for example, adding DEA advocacy for students, for community engagement, etc.;
· See School of Medicine templates for evaluating searches;
· Explore the possibility of developing a related training for DEAs in the Tenure and Promotion process.

* NOTE: The work of the subcommittee is procedurally complicated by the fact that the group has comprised of Provost Fellows, who have therefore primarily worked with the Provost’s Office on various tasks. The DA program was developed as part of that service effort. In the end, the work produced (trainings, learning) have been beneficial to OU as a whole, but procedurally it has become confusing what needs running, supervision, and approval by the Provost’s Office, and what by this specific Faculty Diversity Equity and Inclusion Committee reporting to the Senate. If the program is going to be housed in/administered by/funded by Academic Affairs, what role would/should the subcommittee play in that process? Conversely, if the program is going to be administered and staffed by the subcommittee, it needs significantly more resources.


B. Climate, Recruitment, and Retention Strategies 
· Gathered preliminary informal information about departments’ existing DEI recruiting plans (English, School of Education, School of Engineering); outside of OU, very little response from EMU and WMU. Learnings: 
· Anti-Racism training on their campuses, and especially for search committees; 
· They seek explicit support from administration that the university’s commitment to diversity was evident in job postings; 
· One noted a new joint administration and union committee to look into pay equity. 
· Some of the most interesting efforts appeared to be the initiatives of individual chairs or search committees; they reached out to scholarly organizations, to grad student scholar networks for grad students of color, and to organizations like the Leadership for Social Justice and Critical Examination of Race, Gender, Class in Education; some took advantage of social media and sent job postings to accounts like “Writing Blackness Twitter Group,” or more narrowly focused accounts like “@caribbeanpoets” that would be reach candidates of color that would fit the particularities of their searches.
· Next steps:
· Considering a possible shift in direction/approach; 
· Interest in possible collaboration with DEI Council running focus groups specifically related to the question of promotion and equity; 
· Develop a list of recommendations for recruiting practices and work to disseminate, similar to the RPT recommendations; or identify a specific sub-area of focus under the category of “climate.” 
· Continue to gather learning from target schools/departments to find out their practices for recruitment, as well as university websites for public facing information about policies.


C. Policy Audit and Recommendations 
· Examined the University’s preferred (chosen) name and workplace bullying policies and made recommendations, presented as informational items to the Senate’s Strategic Council.
· Policy #840 on chosen name;
· Policy #714 on workplace bullying.
· Next steps:
· Continued dialogue with the Union recommended. 
· To send forward to responsible units (HR/UTS), to be completed by end of May 2023.
· To present policies to Senate in Fall 2023 (also as informational items).


D. DEI/SAFE Training for Faculty 
· The objective of this subcommittee as originally established was to develop a DEI training for faculty (offer clear definitions and implications of race / racism / diversity / equity / inclusion / social justice / microaggressions / implicit bias / white fragility / resistance, and provide staff / faculty with tools for becoming active antiracist and active agents of change), on the model of the SAFE training currently offered by the Gender and Sexuality Center. However, there has been significant turnover in the membership of this committee, which limited their ability to make progress on this initiative. 
· One of the most cost-effective ways to do training would be to utilize expertise on campus already; CMI, one of the offices that does this, is stretched too thin as it is to provide this training regularly to all faculty.
· Next steps:
· Moving forward, the chair(s) should ensure that at least one member of the subcommittee is serving a multi-year term to increase continuity.


E. Strategic Planning, Goals, and Measurement for Faculty Related DEI 
· Produced a strategic planning framework document, merged with strategic planning from Academic Affairs, getting in-principle support from Senate and Faculty Affairs.
· Next steps:  
· Move toward formal adoption of the framework; 
· Move toward a systematic plan for gathering and evaluating this data on a regular basis, to lay the groundwork for collecting information on key metrics for these targets;
· Working towards a survey for department chairs re: their own tools in place, to send out this spring/early summer. Senate Steering Committee in principle support for the Strategic Plan


F. Faculty Review Promotion and Tenure 
· Rolled out the RPT Audit Tool, a framework for reviewing tenure and promotion policies and procedures to increase equity and mitigate bias.
· Facilitated conversations using the Audit Tool framework with CAP, FRPC, other departments/units across campus, and the AAUP.
· Next steps:
· Continued dissemination of existing resources is the primary goal for the subcommittee this year;
· Solicit feedback on how the tool is being used, and develop a set of recommendations to support implementation;
· Transitioning from Provost Fellow to subcommittee to do this work;
· Possible senate-level presentation, university-wide seminar; 
· Idea to do a workshop/brown bag (with Union support) to help train departments/units for applying criteria more equitably, more effectively.


Future Directions:
In a final meeting for the year and a reflection survey that eight members completed, the committee affirmed the importance of the committee, with some nuance: 
· Committee members continue to struggle with questions around governance, mission, and mandate. The committee’s expansive charge makes it difficult to focus efforts on specific areas where it could be effective in making/supporting change. Some examples:
· The work of the DEI-SAFE Training subcommittee, tasked with developing a DEI training, is most widely and easily replicated across the university;
· The Policy Audit and Recommendations subcommittee is really valuable, and their role central to a healthy university (auditing and recommending, not mandating, policy changes from a DEI perspective); 
· The Strategic Planning, Goals, and Measurement subcommittee is positioned to play a valuable role, but the impact of their work depends on how it is positioned: (if we could frame this as an “equity report-card,” it could be influential and informative).
· Next year’s chair can consider more frequent meetings (than twice a semester) to support ongoing discussion and subcommittee progress.
· To address faculty overload in service commitment, the committee could consider fewer subcommittees, with more faculty members on each to carry the work forward (also considering sabbatical leaves and committee membership turnover).

The committee can continue to consider to reflect on and possibly re-evaluate its processes and areas of focus. Some questions to consider include:
· How to ensure knowledge transfer and continuity of projects/initiatives from year to year as subcommittee membership changes?
· How to interface effectively with other committees or offices at various levels across the campus that are also working on DEI issues (for example, with DEI Council)?

Respectfully submitted on behalf of the entire committee, 


Adina Schneeweis, Ph.D.
Professor of Journalism and Media Studies
Provost Fellow for Faculty Diversity
Oakland University
schneewe@oakland.edu
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2020-2023 Faculty Appointments
Christina Papadimitriou (SHS)

Jason Wasserman (SOM) CO-CHAIR
Ami Harbin (CAS)

Anne Zacharias (UL)

Joanne Freed (CAS) CO-CHAIR
Adina Schneeweis (CAS) (At-Large)

2021-2024 Faculty Appointments
Danielle Ligocki (SEHS)

Guolan Yang (CAS) for (CAS) faculty retirement
Katie Mysen (SON)

Michael Chaney (SEHS) (At-Large)

2022-2025 Faculty Appointments
Man Jin (SBA) Winter 2023 Sabbatical

Michael Greiner (SBA) for Man Jin Sabbatical Winter 2023
Angineh Djavadghazaryans (CAS)

Xia Wang (SECS)

2022-2025 Staff (AP) Appointment
Kelli Dowd (SHS)

2022-2023 Student, Staff and Ex-Officio Appointments
Nivedita Mukherji (EVPAA Designee)

Chad Martinez (SVP SASD Designee)

Robert Anderson (Department Chair)

Destiny Williams (Student Congress) 2022-2023
VACANT (CMI Ambassador)




