FACULTY ASSEMBLY
UNIVERSITY of WASHINGTON = TACOMA

Faculty Assembly Executive Council (EC) Meeting Minutes
January 15%, 2016 1:00-3:00pm CP 206C

Present: Juliet Cao; Marcie Lazzari; Huatong Sun; Lauren Montgomery; Jim Gawel; Ellen Moore ; Jutta Heller; Mark
Pendras; Gregory Rose; Julia Aguirre; Marian Harris; Chuck Costarell; Matt Kelley; Ji-Hyun Ahn; Nita McKinley; Alissa
Ackerman; Denise Drevdahl; Melissa Lavitt.

Absent: Mark Pagano(excused); Ka Yee Yeung-Rhee(excused).

1) Consent Agenda
a) The December 21 2015 Executive Council meeting minutes were accepted.
i.  Item to be added to the next meeting’s agenda: the review and discussion of Proposed Changes to the W-
Course Requirements.
2) EVCAA Welcome & Report
Presentation: Melissa Lavitt, in her 10w day of being EVCAA, spoke to the committee regarding her inherited
priorities and initial impressions. ,
Inherited Priorities: sources being President’s Race & Equity Initiative, Strategic Plan, and Chancellor’s set
priorities of race, equity, and retention of lower division students.

a) Race & Equity Initiative: ensure that it remains a priority; held accountable to ongoing work of race &
equity.

b) Leadership Searches: ensure that the leaders chosen can take on the current climate and support within
challenges.

¢) Program to School Evolution: what is the distinction between program and school; director and dean roles?
How does this influence interdisciplinary work?

d) Realignment of Job Descriptions: there is a history at UWT of the Chancellor taking on the Chief Academic
Officer role. There are blurred boundaries of job descriptions that need clearer lines. Also the need for
boundaries around the budget/resources, which will lead to boundaries around decisions, i.e.
transparency, principles to guide decision making, and that the process is delineated before the outcome.

Initial Impressions:

a) Deeply committed faculty and staff

b) Change in leadership + growth = toll. Faculty and staff have become disengaged while waiting on leadership
to act. It is difficult for faculty to support campus initiatives.

¢) Climate needs to be a priority because culture trumps strategy. Climate needs to be addressed
before/alongside the Strategic Plan. Climate change will be challenging, but holding people accountable will
help.

d) Climate is related to issues with attracting and retaining diverse faculty. The evidence and reports show
that faculty of color experience instability and discrimination; they need support.

EC members expressed: The need for clarity of job descriptions on all levels. There is a lack of clarity particularly
around service expectations and teaching load. Changes to workload were made during poor budget years, but
then stuck and need to be readdressed. Workload varies by faculty member and program; policies are in place, but
not always considered when making a decision. They also expressed the need for information regarding
advertisements for positions: do they reach a diverse population (hiring issue)?

3) Updates from Standing Committee Chairs

a) APCC: Chair, Lauren Montgomery, hopes to bring a draft of the Distance Learning Policy Recommendation
to EC in February. She asked that once it is disseminated, the committee would read it, come with
questions, and potentially be ready to vote on approving it. She noted that there are less curriculum
reviews than in 2014-2015 and attributes that to the many new majors and minors that were created and
reviewed last year. So 2015-2016 is seeing more program change applications as the new programs get
honed even further.

b) FAC: Chair, Marian Harris, reported that Faculty Affairs is focusing on childcare issues and Diversity issues.
The committee will meet 1.20.16 to draft the changes to be made in the bylaws in adding diversity as a
permanent focus for FAC.




¢) APT: Chair, Jim Gawel, reported that the APT committee has met frequently during the beginning of winter
quarter due to the 14 non-mandatory cases. Those cases will go on to the EVCAA for deliberation/review.

The final case will be met about soon, just in time for the Seattle deadline. After the committee takes a brief

pause, they will resume work on many things, one of which will be making sure the most updated APT

resources are available.
4) SEED Report (Appendix A)
Presentation: Nita McKinley (by phone) and Julia Aguirre presented.
The report was sent to the Chancellor and EVCAA, as well as, EC. The designing faculty had first proposed SEED to
take place in autumn 2014, but leadership changes and lack of funding postponed it until spring 2015. SEED is a
teaching workshop for inclusive classrooms. They noted that there was a hunger in faculty to have community in
teaching (when there usually isn’t much time for that) and to have inclusive classrooms. It was successful and
positive and they are seeking to be funded for a 2Znacohort. They had observed that it will be important to keep the
cohorts small for the intensive discussions to be reflective, confidential, and authentic. They said that it was a, “For
us, by us” project, which felt different than having a consultant come who wasn’t familiar with UWT. EC members
who attended SEED recommended that it would be beneficial for all faculty to be required to take the SEED
training. It would be a big commitment of resources, but valuable and effective. SEED organizers have also
proposed that SEED is used as the Diversity training for new faculty at the New Faculty Orientation as it will set the
tone for new faculty and give them tools for having inclusive classrooms. They recommended that this would be a
significant, half-day, training. They are currently requesting funding for this. There is an application process to be
take the SEED training.
5) Report from Diversity & Equity Campus Fellows (Appendix B)
Presentation: Anthony Falit-Baiamonte (Lecturer of Urban Studies), Emily N. Ignacio (Associate Professor of
Sociology), Christopher B. Knaus (Professor of Education), and Huatong Sun (Assistant Professor of
Communication) presented.

Each member shared their research background to show the diversity of perspectives in their group.
Within their research process, they started in the context of the initial Charge (found in their Statement’s
appendix.) They found that the UWT policies are sound, but not always implemented evenly. They also looked at
race and equity reports written regionally, nationally, and from the UW campuses. In their Executive Summary
they shared that they didn’t want to write another report to just sit on the shelf. The group highlighted the
Statement’s Executive Summary, the conceptual goals, and the concrete steps of their recommendations.
Discussion: EC expressed appreciation for the group’s work. Discussion followed:

There is not yet a central place for people to talk about incidents of discrimination. There needs to be a safe
place to share and a promise of mediation. This will begin to address the systemic aggression/discrimination and
put accountability into place. Accountability for race and equity issues is not yet apparent at UWT. The evidence
shows that there needs to be a climate of support for faculty of color.

Many other groups have been formed to address race and equity issues, even the current Diversity Task
Force, but these groups have not had an accountability piece. The Statement calls for a committee to be formed that
has the responsibility of accountability for race and equity issues as their main focus and reports directly to the
chancellor. The Diversity Committee would ensure that the conversation would move to the top. EC members
noted that, administratively, this may not need to be a new committee because accountability can be part of the
charge of a current committee working on race and diversity issues. EC members asked: which of these policies can
be activated by leadership?

EC members observed that the group had narrowed their focus from the broader charge of diversity, to
race issues specifically, and therefore encouraged the group to reflect the narrower focus on race in the language of
their written statement (i.e. not using the word ‘diversity’ as frequently as it could be misleading from the
Statement’s true focus). The group said that they focused on race specifically for a strong statement in the current
climate and because it was what the research led them to.



Some EC members noted that when race is the focal point of a conversation, it makes people uncomfortable
and the conversation becomes broadened to diversity of all kinds. But, race issues need to addressed directly,
separately, and specifically. This sentiment also was also found in reports as the group was researching.

There is a need for more than workshops about “being nice” because it's not so much about the intent of the
individual, but something in the collective community practices that perpetuates racism. Therefore, change
practices. Example: make hiring rubrics that don’t lean toward privilege and find new ways of looking at policies. It
was also noted that trainings don't completely address the issues because people often attend just to “cover their
bases” and frequently, it is the same people who attend (versus the people who need the information in order to
change their practices.)

EC members brought up that merit write-ups don’t address collegiality. It was asked: who gets to decide what
collegiality means? The term “fit” has been used to marginalize faculty of color. There needs to be more
accountability in the merit report process; addressed at a wide level of the university, like the in the faculty code. It
is often a slow process to change something in the code, though. It was asked: How do we prioritize access to
data/resources? There needs to be a system/infrastructure in place so that data comes back clearly.

There is a need to have a conversation about “where we're going as a university.” There are different ways
of looking at the origins of a hostile climate. For instance, one origin of faculty stress is that some faculty are doing
service learning work, but that isn’t recognized as scholarship. UWT needs to find a way to talk about race; to
prioritize talking about race and address it specifically.

Action: EC and the D&E group will continue to keep in dialogue about this. The discussion ended due to time
constraints. The group has committed to push for their recommendations to be implemented. EC will grapple with
the recommendations laid forth in the group’s Statement.

6) Chair’'s Report & Discussion Items

a) Planning for Winter Faculty Assembly Meeting: 1/29/16

i) Unionization sub-committee: Material: Structure of Discussion circulated (See Appendix C)
Presentation/Discussion: The sub-committee asked if the “key themes for” should be put forth because they are
points of concern regardless, or if that would present a bias. The “key themes for” stemmed from the list of
questions gathered in the survey. EC members noted that some key themes were assumptions and suggested that
instead they should include a list of key themes from each side and be presented as “indicated by the survey.”
There was concern that 45 minutes will not allow for a serious conversation, and thus, to just present the
information and have further discussion at another event. Within the discussion structure, the tables are to put
forth questions and some will be addressed by the panel that day, while most will be collected and then answered
in a document, which will be circulated post-meeting. The faculty members on the panel are: Bryan Goda and Joel
Baker as CON; Libi Sunderman and Michael Forman as PRO. The intent of this Unionization discussion time is to
create a space for faculty dialogue.

ii) Resolution sub-committee: Material: Structure of Discussion projected (See Appendix D)
Presentation/Discussion: The sub-committee presented a schedule/structure that resulted from their planning.
They shared that it is a framework that can be altered and worked on. They underscored that, “this work is
ongoing” because this discussion time is a first step in a larger conversation. EC members took time to read the
projected document and asked clarifying questions. The aspects of the Resolution that each table group will be
asked to discuss were also projected. The goal is for each table group, and each person, to leave the discussion with
an actionable item(s) to make the Resolution a reality.

iii) Other Aspects of the FA Winter Meeting
Presentation: The D&E group will briefly present their Statement for to further inform the race and equity
discussion. There will be seating suggestions on each table to encourage faculty members to engage with others
from various academic units. At the beginning of the meeting, Bill Kunz will be thanked and acknowledged for his
service as IVCAA. Zoe Barsness will give a brief update on the Faculty Salary Policy.

b) Faculty Assembly Excellence Fund (Appendix E)

i) EC members were informed about the fund and encouraged to donate.
7} Adjourn




Appendix A

Strengthening Educational Excellence through Diversity (SEED)

Teaching Institute
University of Washington Tacoma
Autumn 2015 Report

Due to formatting issues please request copy from Faculty Assembly Admin.
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Appendix B

Developing a Race and Equity Agenda
for the UWT Campus and Community

DIVERSITY FELLOWS STATEMENT

to UWT Faculty Assembly

January 12, 2016

Prepared by:

Anthony Falit-Baiamonte (Lecturer of Urban Studies)
Emily N. ignacio (Associate Professor of Sociology)
Christopher B. Knaus (Professor of Education)
Huatong Sun (Assistant Professor of Communication)



Executive Summary

People of color employed by the University of Washington Tacoma face (1) barriers well-documented in higher
education literature and in reports previously convened by the University of Washington: (2) the passive
aggressiveness of local culture in UWT and in the Pacific Northwest: (3) seemingly permanent inertia
manifested by colleagues and leadership who ignore thoughtful research reports (like this one) of campus
diversity issues and/or who take little action to address their personal and professional concerns; and (4) a
context of faculty and university policies that do not fundamentally address the causes, nor practice of, racial
exclusion and oppression.

This report clarifies this larger racialized context, and in regard to faculty-related diversity and equity issues at
the University of Washington Tacoma, the Diversity Fellows offer three recommendations to guide further
implementation:
1. Continual, ongoing, critical analyses of policies and procedures-in-practice related to faculty diversity;
2. Implementation of best practices that reflect these analyses, with specific regard to hiring, promotion,
tenure, mentoring, service, and curricular decisions; and
3. Concrete accountability measures that address the many circumstances where faculty and administrator
practice might conflict with the intent of these policies.

Based upon research conducted on the experiences of faculty of color, as well as convened reports at UW
Seattle and UW Tacoma, we offer the following implementation actions:
1. Align our mission of “Urban Serving” with the current Strategic Planning Process and develop a
consensus of “Urban Serving” that reflects the University of Washington’s Race and Equity Initiative.
a. Integrate race and local communities into the definition.
b. Integrate service with communities of color into the definition and into the merit review process.
c. Integrate the urban serving mission throughout campus, including in hiring and retention
reviews, student admissions criteria, curriculum, and new program proposals.
d. Launch a race and community accountability panel to the Chancellor.
2. Launch a UWT University Level Diversity Committee that reports directly to the Chancellor.
a. Conduct an annual equity audit that includes the experiences of community, students, faculty,
and staff of color.
Assess the instruction of DIV courses and review DIV course proposals.
Assess faculty recruitment efforts.
Formally assess diversity-related merit review processes.
Provide a forum for raising incidents emanating from individual, institutional, and structural
racism.
3. Expand faculty retention efforts, with a particular focus on recognizing and mitigating the many micro-
aggressions faculty of color face.
a. Provide support for faculty who engage in work related to access and success for traditionally
underrepresented students (and communities).
b. Institute a faculty diversity orientation (UWT and/or UW-wide).
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Report

At a time when UW Tacoma is working hard to increase the student retention rate, we see an even more urgent
need to retain engaging, diverse faculty and hire faculty who are open to cultivating cultural humility and who
are well prepared in and wish to practice culturally relevant and responsive approaches. The need to recruit and
retain diverse faculty is central to the UW system-wide commitment to equity and diversity. The integration of
efforts to recruit and retain diverse faculty are also essential to both foster and model how to create an inclusive,
welcoming learning environment for the UWT community.

We believe that the UWT Faculty Handbook, in alignment with the UW faculty code, encompasses the spirit of
the University of Washington’s commitment to diversity (please see the charge letter in the Appendix). The
commitment to diversity has been systematically elevated by a recognition of the role of addressing race and
equity through President Ana Mari Cauce’s Race and Equity Initiative and the Resolution of faculty support for
Diversity, Equity, and Inclusion released by the Executive Council of UWT Faculty Assembly. It is important
to note that such equity-driven statements are the result of continued faculty and student efforts to improve the
faculty experience by valuing a diversity of racial and ethnic identities, academic approaches, and professional
activities. Relatedly, in our estimation, the UWT Handbook does not have obvious nor intentional negative
impacts on faculty of color. Indeed, the popular discussion about UWT is focused on celebration of our vast
diversity, both regionally and within the UW system. For example, a recent article in the Business Examiner
(October 2015) celebrates UWT as being particularly committed to diversity:

“In addition to having diversity, UWT is also committed to diversity. This is made apparent by the existence
of the Office for Equity and Diversity, the Diversity Task Force and the Diversity Resource Center, as well as
events such as the MLK Day Unity Breakfast and the annual Diversity Summit.”

Despite our public commitment to “diversity” and “inclusivity.” such statements and policies fail to recognize
and address the hostile racial climate that is consistently described through numerous UW reports and clarified
extensively through higher education research. Ignoring these experiences by not addressing racial inequities or
oppression by merely touting a commitment to “diversity” and “inclusivity” only contributes to this hostile
climate. These conversations not only silence those who experience racial oppression at all levels (individual,
institutional, and system-wide), but also compromises the larger on-campus (cross-country) struggles for
increased faculty representation of the very students on which UWT prides itself, and further mutes the
concerns of uneven implementation of the policies designed to address racial inequalities.

What we find is that, historically, altering and refining policy language simply does not address the underlying
campus (and societal) racism that shapes the experience of people of color (and social justice-oriented) faculty
members. Deeper, this refining does not acknowledge the personal and structural barriers caused by individual
and institutional practices within the university, the department or program, and within each respective
discipline. Even the most well-intended policies that originally aimed to address inequities can and have been
read and implemented in such a way that maintains institutional and/or structural inequalities. Much of this is
because policies, procedures and practices (1) are focused on individual intent; (2) are framed in broad
“diversity” and/or “inclusivity” language as lip service: and/or (3) reflect systemic oppression. As such. they do
not address larger structural barriers related to racism (and sexism), and, if policies/procedures to address
racism are in place, they are not systematically or evenly implemented.

We argue that without a greater acknowledgement and intentional focus on addressing racism (such as micro-
aggressions, institutional barriers, and regional cultural contexts that reflect systemic racism) that negatively
impacts faculty of color, policy and procedural change will be ineffectual. Indeed, we suggest that the many



already-identified barriers to recruiting and retaining faculty of color are often ignored while policies and
practices that may have been intended to support all faculty are strategically and/or unevenly followed through
and applied, particularly with regards to underrepresented groups. Despite UW Tacoma’s commitment to
diversity and inclusion, because of the pervasive nature of racism and a pervasive insistence that our
commitment to diversity and inclusion, in and of itself, is addresses racism, merely changing policies is, at best,
insufficient to address the larger context of racism within higher education. At worst, it supports racism and
racial oppression.

Based upon this context, we offer three guiding recommendations:
1. Continual, ongoing, critical analyses of policies and procedures-in-practice related to faculty diversity;
and
2. Implementation of best practices that reflect these analyses, with specific regard to hiring, promotion,
tenure, mentoring, service, and curricular decisions: and
3. Concrete accountability measures that address the many circumstances where faculty and administrator
practice might conflict with the intent of these policies.

Context of Faculty of Color

Despite committed efforts and resources, the percent of tenured underrepresented faculty of color (American
Indian/Alaskan Native, Black, Latino, Asian, and Pacific Islander) at the UW has remained stagnant at
approximately 10% for the past decade. In 2011, out of the total of 1,970 tenure and tenure-track faculty at the
UW, 79% were white, 2.6% Black, 4% Latina/o, 12% Asian/Pacific Islander, and .5% Native
Americans/Alaskan Natives.' In 2014, UWT tenure/tenure-track faculty reflect similar patterns: while 16% of
faculty are Asian, only a statistically insignificant number identify as Pacific Islander, jUSt 1% are Native
American (reflective of two 2014 hires), 7.9% are Hispanic/Latino, and 4% are Black. * Interestingly, and
contrary to national trends, the lecturer pool at UWT is actually less racially diverse than tenure and tenure track
faculty (85% of lecturers are White®). The situation of underrepresented faculty stands in stark contrast to the
diversity of the both the UWT student population and the population of the surrounding communities. This
disparity limits the recruitment and retention of diverse students and also hampers UWT’s community
engagement efforts.

With an increasing emphasis on global education at UW, a global vision of diversity should be in place as non-
white international faculty face different forms of racism (from white and non-white North American peers).
While the campus becomes increasingly global, little space for formal discussion about balancing local and
global diversities exists, furthering the burden on the few isolated international faculty of color.

Faculty Underrepresentation and Continued Racial Barriers

A commitment to Race and Equity must include a commitment to developing a respect and understanding of
cultural differences and learning about and understanding the differential impacts of oppression. Since this
commitment is not systematically integrated into UWT’s curriculum, faculty assessment, or in student support
efforts, efforts to increase diversity and inclusivity ring hollow (at best) and maintain or exacerbate racial
oppression.

The one-hour mandatory training offered by Academic Affairs for faculty hiring committees is necessary but
insufficient to address the deep. racialized assumptions that are built into academic fields and related

1 From Graduate School Diversity Report 2013 Update (Aisenberg, 2013).

2 From UW Affirmative Action Office, 2015,

3 Many lecturers began as non-competitive hires recruited through local networks, which (underrepr esented) scholars of diversity
typically have difficulty accessing. An increasing reliance on the lecturers for teaching at the UWT campus cou Id suggest that the
overall faculty workforce will be less diversified in the future.



assessments of academic merit. A contributing factor to recruitment and retention of underrepresented faculty of
color is that while increasing efforts are being implemented to ensure faculty searches all adhere to diversity
practices, these practices are being implemented by a faculty who have not interrogated the systemic racism that
pervades the assessment of candidates and who are not well-versed in the actual barriers to serving as a faculty
member of color at a predominantly white university.

A commitment to “inclusivity” and “diversity” without a genuine commitment to equity and combatting
oppression empowers those already in power. For example, when searches have contained language that - by
virtue of the research interests listed - would have opened up the pool to more diverse faculty, faculty members
have “flagged” such language as inappropriate in that it allegedly limits the academic freedom of the faculty
conducting the searches to find what are framed as “appropriate” faculty members. In other words. academic
freedom often contains racialized ideas of research/teaching projects and interests, and the lack of
acknowledging such racialized assumptions creates additional barriers to recruiting and retaining
underrepresented faculty. Similarly some insensitive review criteria could undermine faculty diversity efforts”.
In another case, while research repeatedly finds that faculty of color tend to be rated lower than their white
peers in student evaluations due to racism, a same benchmark is used to assess the teaching effectiveness of all
faculty.

A UW Graduate School report shows that faculty research and scholarship pertaining to race and diversity is
generally less valued and often limited to the pursuits of faculty of color. This is reflected in the annual review
discussions, and, as stated above, this sentiment has greatly affected even the searches that attempt to identify
diversity needs at the onset. It is clear from both UW reports and higher education research that race and gender
are not necessarily seen as significant issues, much less specialized areas of study. In fact, they are deemed the
opposite: as something anyone can research and teach by virtue of living in our societies, reinforced by the
well-intended implementation of Diversity-identified courses that may be taught by faculty with little to no
academic experience in diversity. This is in addition to the reality that faculty are being tasked with evaluating
diversity-related indicators without having expertise (or even familiarity) with such. These factors contribute to
a limited and often superficial dialogue regarding race and diversity that devalues race scholarship.”

Decades of research documents the long-term negativity underrepresented faculty face in predominantly white
universities. The social and professional isolation faced by underrepresented faculty of color (or social justice
oriented faculty), from being the only person of color in a program, department, or meeting, to serving as a
mentor to many of the social justice oriented students creates a tangible personal and professional set of
barriers. The unrecognized overburdens of being a racially isolated faculty member lead to decreased retention
and increased burnout. The impact of desegregating an academic program places an unfair, unacknowledged,
and yet demanding burden upon underrepresented faculty (and race scholars). The barriers associated with such
unacknowledged desegregation efforts are well-documented by what the higher education field refers to as
micro-aggressions and the cumulative impact of racial battle fatigue. One particular edited text (Racial Battle
Fatigue in Higher Education: Exposing the Myth of Post-Racial America) provides dozens of narratives of
faculty of color and the personal and professional struggles of navigating everyday micro-aggressions and the
structural barriers to serving either as race-scholars or being positioned as such, regardless of professional
expertise. These impacts are replicated at the UWT campus and across the UW system.

Overall, it remains both challenging and burdensome for underrepresented faculty of color to continually
advocate for equity from within academic programs and across the campus when their voices and efforts,
whether solicited (and requested) by upper level administration or initiated by themselves, often go unnoticed.

4 For example.“Teacher Evaluations Could Be Hurting Faculty Diversity at Universities™ (Pratt, C.. The New York Times, December
16, 2015).
5 From UW Graduate School Diversity Report 2013 Update (Aisenberg. G., 2013).



At times, UW faculty of color present personal and professional concerns with little action taken®. The same
frustration is shared by some UWT faculty of color who find thoughtful research reports of campus diversity
issues (like this one) ignored almost immediately after being released. The seemingly permanent inertia
manifested by colleagues and leadership weakens morale and contributes to a sense of invisibility and alienation
of underrepresented faculty of color. In some cases, this type of invisibility has led to the departure of faculty of
color.

Recommendations
Based upon research conducted on the experiences of faculty of color, as well as convened reports at UW and
UWT, we offer the following recommendations:

1. Align our mission of “Urban Serving” with the current Strategic Planning Process and develop a
consensus of “Urban Serving” that reflects the University of Washington’s Race and Equity
Initiative.

UWT publically defines itself as an “urban serving” University, however the understanding of what it means to
be “Urban Serving” varies widely across campus. The Strategic Planning process that is currently underway at
UWT should provide the campus with a common definition and understanding of what Urban Serving means at
UWT. It is essential that this definition and vision reflects and is responsive to local and regional historically
underrepresented and currently underserved communities. This common understanding should inform the
strategic plan of all units and programs at UWT, and be integrated into the assessment and evaluation processes
for all programs and employees. This definition of “urban serving” should be written into the UWT Handbook,
so that every Strategic Planning process at the university and department levels in the future will be able to turn
to it for as a reference.

This definition must accommodate the following:

a. Integrate race and local communities into the definition. The definition of Urban Serving
should explicitly address the relationship between the University and local communities of color.
This definition should also position UWT faculty and staff as intentionally reflective of and
responsive to local and regional historically underrepresented and currently underserved
communities. Because this is so integral to defining the university, the definition - and
interpretation of such - should be based upon collaboration with (1) community-based leaders
who engage with historically underrepresented and currently underserved communities; (2)
student leaders; (3) faculty who have a strong, respectful relationship with the community and
students of color; and (4) faculty whose research reflects and/or greatly impacts communities of
color.

b. Integrate service with communities of color into the definition and into the merit review
process. The definition of Urban Serving should explicitly address the relationship between
faculty service and local communities of color. Faculty service with local communities of color
should be rewarded in merit review process.

i. Clearly frame urban serving efforts within the faculty code, school, and program
guidelines: faculty involvement with local communities of color as part of scholarly
work. Urban serving efforts should be considered a component of scholarly work, even if
the service does not result in an immediate scholarly publication.

ii. Conduct research workshops or peer working groups to help interested faculty convert
community work into published research. The Office of Research should support and
sponsor community-based, participatory research initiatives that align and extend UWT’s

6 From Graduate School Diversity Report 2013 Update (Aisenberg, 2013)



urban serving mission. Attendance and/or organizing these workshops should be reflected
in merit review processes.

iii. Clearly frame urban serving efforts within the faculty code, school, and program
guidelines in relation to teaching expectations. Faculty should be expected to, and
supported in, integrating urban serving into course design, course outcomes, and teaching
approaches.

iv. Clearly frame role of Deans and Directors in evaluating urban serving criteria to limit
perceptions of bias inherent within a leadership infrastructure that does not represent
the diversity of UWT’s local community. While we recognize the existence of
hierarchical performance reviews, it is important to clarify that many faculty and
administrative leaders are not well-versed in the scholarship of diversity, racial
oppression, and equity. Thus, we advocate for increased reliance upon peer reviews from
established UWT diversity scholars.

c. Integrate the urban serving mission throughout campus, including in hiring and retention
reviews, student admissions criteria, curriculum, and new program proposals. Urban serving
should be tangibly visible throughout all aspects of the university, including research, teaching,
and service for faculty, but also in relation to staff roles and responsibilities, and expectations for
students.

d. Launch a race and community accountability panel to the Chancellor. This panel should
include local and regional urban serving experts, as well as community leaders, faculty, students,
and community partners.

2. Launch a permanent UWT University Level Diversity Committee that reports directly to the
Chancellor.

This Committee needs a clear and coherent charge and must be staffed by faculty who have established,
recognized expertise in equity and diversity to establish ongoing faculty-led diversity accountability measures.
The committee will also include UWT staff and administrators with similar demonstrated expertise. While we
want to have more people involved as the advocates for diversity on the UWT campus, we need to see the
expertise in diversity work developed through a rigorous progress of research, engagement, and reflections.
Faculty without deep knowledge of, and experience working with, multiple urban communities undermines and
negates the diversity work at UWT. Service on the Diversity Committee should receive | full course release per
year of service.

a. Conduct an annual equity audit that includes the experiences of community, students, faculty,
and staff of color. UW has convened several retention studies over the past decade, as well as
isolated reports on the experience of faculty and staff of color. UWT should lead by example
through conducting annual assessments of institutional climate with a specific focus on race.
This annual audit includes a diversity in staffing report, student climate survey, and provides
statistical updates on the diversity of UWT’s students and staff. Based on the annual audit, all
campus leaders should undergo a two-year review regarding campus racial climate.

b. Assess the instruction of DIV courses and review DIV course proposals. The University of
Washington adopted a diversity course requirement for all undergraduates last year. This
requirement includes three credits of coursework that focus on the sociocultural, political and
economic diversity of human experience at local, regional or global scales. As has been the
practice of universities since its existence, courses should be proposed and taught by experts in
that area of scholarship. Thus, these courses must be proposed and taught by faculty who are
diversity scholars, as evidenced by their research, service, teaching, and/or professional
background. Processes for determining such must be delineated and should be within the



purview of the Diversity Committee, particularly the faculty members on the committee as
curricular decisions fall under the purview of the faculty’.

c. Assess faculty recruitment efforts. Faculty search plans should be reviewed by the Diversity
Committee to ensure language that reflects the urban serving mission of UWT. Guiding question
for the review could be: “How will this hire help address the urban serving mission while also
increasing access and retention of students of color?” Diversity Committee review ensures
recruitment efforts and related candidate rubrics adequately include urban serving mission and
recognize diversity of candidates as strengths.

d. Formally assess diversity-related merit review processes. This committee formally assesses
merit review processes in relation to diversity-related scholarship, teaching, and service. It also
provides suggestions for faculty peer reviews, including letters of support.

e. Provide a forum for raising incidents emanating from individual, institutional, and structural
racism. Currently, faculty, staff, and students who raise issues and experiences of individual,
institutional, and structural racism may face immediate retribution (from peer colleagues and
leadership). These microaggressions add to a context of fear and professional risk. Therefore,
this committee provides a forum for airing such grievances as a way to mitigate the institutional
reaction to those who identify racial exclusion, and further empowers the faculty to raise
institutional solutions directly to the Chancellor. This process also formally collects data and
reports on such incidents.

3. Expand faculty retention efforts, with a particular focus on recognizing and mitigating the many
micro-aggressions faculty of color face.
Many faculty, including recent hires, experience microaggressions as part of the daily reality of being faculty on
a predominantly white campus. Yet there are no current forms of support for navigating within a racialized
context, even though additional work continues to be expected of faculty of color, most often without
recognition.

a. Provide support for faculty who engage in work related to access and success for traditionally
underrepresented students (and communities). This can include financial incentives, but also
should be reflected in merit reviews.

i. Consider additional service pay for faculty of color whose very presence serves to
racially desegregate committees and academic programs.

ii. Recognize faculty of color have more work to do and carry a larger burden with regards
to students of color. This should be reflected in guidelines for tenure and promotion and
in merit letters, and best practice should, for example, recognize documented research
that clarifies that faculty of color typically receive lower teaching evaluations from white
students, while having to mentor larger numbers of students of color.

b. Institute a faculty diversity orientation (UWT and/or UW-wide). The orientation activities could
include providing workshops on topics such as surviving UWT as a faculty member of color and
building ongoing regional support networks linking first year faculty with UWB and UWS
faculty of color.

7 As stated in the legislation, “The requirement is meant to help the student develop an understanding of the complexities of living in
increasingly diverse and interconnected societies.” (UW Office of Minority Affairs & Diversity). Currently, at UWT. faculty propose
“DIV” courses, which are officially designated by the Academic Policy and Curriculum Committee of the UWT Faculty Assembly.



Suggested Timeline for Implementation

1. Release the report to UWT faculty: Winter 2016
Call a meeting with the Chancellor: Spring 2016
Form a UWT Diversity Committee and by-laws: Autumn 2016

RS

Develop an implementation plan: Winter 2017

Appendix

Charge Letter from 2014-2015 Faculty Assembly Chair:

Nov. 25,2014

This campus fellows group will research and make recommendations to Executive Council (EC) on the
improving the ways diversity and equity are incorporated into the work of the faculty.

As a member of this campus fellows group, you will research and report on ways faculty-related structures,
policies, procedures and practices can address and improve UWT'’s core campus value of diversity and equity
within an urban-serving university context. You will review Faculty Assembly and EC structure, policy, and
procedures, as well as other practices, policies, and procedures subject to or that impact areas of faculty
oversight, such as hiring and promotion and tenure. At the end of the year, you will make recommendations to
improve the ways we incorporate diversity and equity into our professional campus work. Your work should be
informed by, but not duplicate the work of the UWT Diversity Task Force.

The fellows will meet during the 2014-15 academic year and prepare a report for the Executive Council of the
Faculty Assembly by the end of June 2015 that includes:

1. a review of structures, policies, practices, and procedures under faculty purview, including Faculty Assembly,
EC and other faculty-related professional work including hiring and promotion and tenure using the lens of
diversity and equity.

2. a suggested action plan with strategic goals and recommendations to improve how diversity and equity are
incorporated into Faculty Assembly, EC, and other faculty-related professional work structures, policies,
practices, and procedures including hiring and promotion and tenure.

3. an actionable timeline for implementing the improvements.

4. a set of accountability measures for assessing progress toward achieving the goals and recommendations.



Appendix C

Goals
L

Faculty unionization discussion

To provide faculty on the UW Tacoma campus the opportunity to discuss the important topic of unionization
To speak to expressed concerns and attempt to clarify uncertainties about the unionization process and the
potential impacts of unionization

Structure:

¢ 5 minutes: Introduction of the discussion topic and the establishment of some ‘ground
rules for the discussion {reminder about openness and civility)

¢ 10 minutes: Each ‘side’ will have 5 minutes to offer an opening statement

e 15 minutes: Table-level discussions about unionization {concerns, hopes/expectations, uncertainties,
questions, etc.). Tables will provide written questions to be discussed by the panel.

e 15 minutes: Panel discussion of questions produced through table discussions.

e Conclusion: Participants will be asked to write one question they continue to have about unionization

and to indicate whether they would like FA to schedule an additional follow-up
meeting to discuss unionization.

Key themes emerging from unionization discussions:

e & e @

Years of stagnant salaries

Gender inequities in pay

The gradual dissolution of shared governance

Faculty currently have much flexibility of time, scheduling and a light course load. Unionization may undercut
flexibility and increase demands on faculty

The erosion of tenure, and tenure track positions

Heavy teaching load and service load

Perceptions of ‘corporatization’ in higher education

Reduced resource commitment by the state

Questions:

Why SEIU? And what is the timeline for unionization?

What are the dues and how are they paid? Is it possible to opt out?

Is there a process of decertification if faculty members are unhappy with unionization?

How will unionization impact faculty (shared) governance?

Do we have examples of the experiences of faculty unionization elsewhere?

Could unionization increase workload? Decrease flexibility? At least for tenure-line faculty?
Examples from elsewhere?

How would the fact that the three campuses have different needs, and different expectations be addressed?
Will individuals lose their right to negotiate with their supervisors for raises and course releases?
Will unionization insert non faculty into decisions that are fundamentally faculty decisions?

How will the union affect curriculum decisions? Could it negatively impact instruction?



Appendix D

Resolution/Diversity & Equity Discussion Structure
Sub-committee meeting, 12/14/15, for Faculty Assembly Winter, 1/29/15
Marian Harris, Julia Aguirre, and Marcie Lazzari

Outcomes: What do we want people to walk away with?

-A raised awareness of the Resolution and what it is designed to do

-Specific issues/items that faculty respond to by making a change

-Discussion opportunity for faculty to make sense of the items called for; what do these items mean to
you in your various capacities?

Structure:
| Time Who/ What Emphasis/points to cover
5-7 Framing: Marcie & History of Resolution*
minutes Marian Announcement: FAC working on Bylaws change (vote
spring)
Key aspects**
Expectations/instructions for session***
SRl This work is ongoing
40 20 Table's item: 1/2 Table is recording / Deep, open discussion
minutes | minutes Action items to make Resolution a reality
total 20 Table’s item: 2/2 Table is recording/ Deep, open discussion
minutes Action items to make Resolution a reality
10 Debriefing: Marian & | This work is ongoing
| minutes Marcie This is one of many conversation opportunities
Keep the momentum going within the work you do;
continue the discourse
Take it to the program level
History*

- September 2015: Faculty members were concerned that important race, equity and diversity conversations were being
missed/ overlooked/ not engaged in

-Faculty member brought the Black Student Union Demands (from February 2015) to the attention of the Executive
Council

- Review and discussion of Black Student Union Demands at 10.7.15 EC meeting



-Committee agreed that they needed to be addressed
-First draft prepared by Faculty Assembly chairs for 10.16.15 meeting
-Feedback taken, especially to structure document as a formal Resolution “Whereas” etc.
-Second draft circulated to EC members for edits/additions, end of October, early November
-Faculty Assembly chairs and Faculty Affairs chair discussed having diversity be one of FAC's main charges; FAC agreed
-11.20.15 EC meeting, majority of meeting set aside for collective review/editing of Resolution

-decision for EC to charge FAC with focus on diversity to the point of making a Bylaws change for a permanent
diversity charge; charge to address the ongoing issues/work around diversity, race and equity on behalf of faculty
-FAC chair and FA chair crafted final paragraph in Resolution to propose that FAC Bylaws change

-This Bylaws change will require a full faculty vote
-12.2.15 EC voted and approved the Resolution Concerning Faculty Support for Diversity
-EC circulated Resolution to faculty via email and prepared for the FA winter meeting to focus significant time and
discussion on the Resolution and actionable items toward work in diversity, race, and equity issues at UWT
-EC will ask for a full faculty vote on FAC’s Bylaws change at the FA spring meeting

Key Aspects**
Third paragraph from the bottom of the Resolution:

“BE IT RESOLVED, that the Executive Council of the UW Tacoma Faculty Assembly commits itself to initiate, support, and
be accountable for actionable items to address concerns of the Black Student Union. While most of these requests focus
specifically upon Black students, we believe their demands hold relevance for all students, faculty, staff, and
administration. We commit to addressing in collaboration with the aforementioned groups (1} the underrepresentation
of Black faculty and others who reflect the diversities of our student body, (2) the need for greater emphasis upon
student recruitment and retention, especially for students from historically underrepresented backgrounds, (3} a call for
diversity awareness and inclusion training for all campus units and events that includes a focus upon institutional and
systemic bias, classroom climate and course content, as well as faculty and staff hiring, evaluation, and merit reviews,
and (4) the development of deeper understandings of how social identities intersect with institutional discrimination
and systemic bias and how the resulting negative impact upon individuals and groups is best eradicated, and {5} to
embrace and institutionalize inclusive excellence and anti-bias education and leadership practices to advance a more
just and equitable learning, teaching, and working experience at UW Tacoma; and...”

Two of the following items given at random to each table group, in order to discuss at length and in depth:
“We commit to addressing:

(1) the underrepresentation of Black faculty and others who reflect the diversities of our student body

(2) the need for greater emphasis upon student recruitment and retention, especially for students from
historically underrepresented backgrounds

(3) a call for diversity awareness and inclusion training for all campus units and events that includes a focus upon
institutional and systemic bias, classroom climate and course content, as well as faculty and staff hiring,
evaluation, and merit reviews

(4) the development of deeper understandings of how social identities intersect with institutional discrimination
and systemic bias and how the resulting negative impact upon individuals and groups is best eradicated

{5) to embrace and institutionalize inclusive excellence and anti-bias education and leadership practices to
advance a more just and equitable learning, teaching, and working experience at UW Tacoma”

Expectations/Instructions***
-Respectful
-Open
-Each table to have a recorder so that this data can be collected and redistributed
-record questions, ideas, issues, actionable items, information needed, graphics/visuals/flowcharts, pictures



-Spend roughly 20 minutes on each item; given 40 minutes total before debriefing
-consider various spheres you can take action in, i.e. personal actionable items; partnering with colleagues at program
level to bring conversation there, perhaps even a training; classroom climate; curriculum; hiring; etc.

Pre- FA Meeting:

-Resolution sent out to faculty

-RSVP, indicating roughly of how many from each program should sit at each table
-make program table tags accordingly

-Make copies of Resolution for distribution at FA meeting

-Have recording materials for each table - plenty of paper and working pens

-A paper for each table with their two Resolution discussion items

Post-FA Meeting:

-Compile data and give back to faculty
-via email
-via website; electronically available
-work not to be “lost”

Appendix E

UWT Faculty Assembly Excellence Fund

Your gift represents a dynamic resource for use by UW Tacoma’s leaders for activities not covered by state
funds. Through excellence funds, faculty leadership can meet emerging needs, support or create special
opportunities for faculty, recognize faculty accomplishments, and fund unique campus events.

Consider Giving to the UWT Faculty Assembly Excellence Fund:
http: //www . tacoma.uw.edu/faculty-assembly/excellence-fund
Follow the “"Make Your Gift Link” to the UW Foundation Page

B Lot UN o R First screen:
Make a gift -Search for UWT Faculty Assembly Excellence
ETAEESERmm  pavROLL DEDUCTION - Click qu next to Fund that says “Add to My G%fts”
-Then, click a purple box that comes up “Donation
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R —— Second Screen:
-Choose gift amount

-Choose gift duration
e e I -Then proceed to the next screen to enter your
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