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FY2023 Annual Review Narrative Survey
Submission For: Office of Academic Personnel
Programmatic & Academic Vitality Narratives

1) As a result of the global COVID-19 pandemic, have you had to make substantive changes to your unit’s/campus’s strategic plan, budget/resourcing processes or programmatic offerings? Please briefly summarize and provide commentary on anticipated and/or realized impacts on the populations your unit/campus serves. Word Limit: 500 

While the Office of Academic Personnel has had to change processes and respond to mandates associated with the COVID-19 pandemic, it has not substantively required changes to OAP’s strategic plan, budget/resourcing processes, or programmatic offerings.  Significant efforts have been made to ensure that the remote/hybrid working model has not negatively impacted services to units (e.g., electronic promotion/tenure record submission process) and to reprioritize tasks to focus on those that most significantly impact OAP’s service delivery to units (e.g., delaying EDM project). 

2) Please discuss your campus’s/unit’s ongoing work to support the themes and goals of the UW’s Diversity Blueprint. For example, you may wish to touch on (but are not limited to) areas such as: work stemming from the campus climate reports, education & training, outreach, etc. In your response, include a qualitative summary of the resources your unit utilizes to support the Diversity Blueprint, how you assess impacts of your work, as well as your campus’s/unit’s future plans to continue resourcing this important work.

Note, in future planning cycles, you will be asked to provide and reflect on quantifiable budgetary plans to further the UW’s DEI efforts. Word Limit: 750

The Office of Academic Personnel (OAP) supports the UW’s Diversity goals at both the institutional and unit level.  In addition to its central role in preparing an annual census of academic personnel including demographic data and preparation of the annual affirmative action plan, OAP is an essential partner in efforts including, but not limited to, the implementation of the Faculty Diversity Initiative, UW Seattle bridge funding program, the Office of Faculty Advancement pilot of aggregate demographic data reports for faculty searches, the Faculty Senate adoption of a diversity, equity, and inclusion statement requirement for faculty searches, and the OMAD implementation of the legislative mandate for diversity training.  

Annually the EOAA office meets with deans and chancellors to review the affirmative action plan and discuss strategies to respond to goals.  This year in particular there has been a focus on working with the deans and chancellors in devising improved strategies for obtaining and developing more appropriate applicant pool data. 

Unit level efforts include an active DEI Working Group that is leading the development of training and a DEI resource bank and researching OAP hiring processes to identify opportunities for improved DEI practices relating to attracting and retaining a more diverse staff. Also, the Working Group has conducted DEI training for OAP executive team and staff, as well as hosted book groups and movie discussions involving DEI-related subjects. Further, the Working Group has taken steps to improve accountability and transparency both internally and externally as it concerns DEI practices.
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