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FY2023 Annual Review Narrative Survey
Submission For: UW Human Resources
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 

UWHR adopted a new strategic plan in 2020 that included providing responsive policies and programs needed to navigate the challenges resulting from the COVID-19 pandemic. So, while we haven’t had to change our strategy, pandemic response along with the associated staffing crisis has changed our team’s priorities and budget. 

Every UWHR position has been called upon to increase their workload and I am immensely proud of how this small team has shown up for the institution. Unfortunately, UWHR is now losing staff to burnout or to better offers with pay that is between 20 – 50% higher.

UWHR has had to assume significant new and ongoing responsibilities during this time: 

INCREASED UNIONIZATION
· New unionization by librarians, research assistants and research scientists/engineers bring significant one-time effort (often lasting 6 months or more) to Labor Relations and Compensation beginning with the PERC petition and continuing through to bargaining the first contract and manager training. Downstream unionization brings new work to employee relations, HRIS, policy and recruitment.

LEGISLATIVE MANDATES
· Implementation of HB2669 rule changes redefining temporary employment, resulting in significant project/policy work and additional collective bargaining obligations for all staff bargaining units.
· Ongoing management of sexual misconduct disclosure law for all new staff and student hires and being responsive to sexual misconduct reference checks from other institutions of higher education.
· Implementation of State HR Diversity Directive 20-02 requirements including “Implicit Bias” and “Record keeping supports a fair hiring process training” development, implementation, compliance management and content maintenance.

PANDEMIC-RELATED WORK THAT WILL BE ONGOING
· Vaccination verification for newly hired staff and student employees. 
· Vaccination exemption requests for new staff and student employees.
· Managing testing compliance for 300+ employee vaccination accommodations.
· Ongoing management of all COVID-19 related employment exception policies such as vacation time off maximum, temporary hours limits, I-9 requirements (clean up after remote review period ended), public health emergency accommodation, early benefits and mask compliance.
· Providing expertise to clients seeking pivots to remote (in state and out of state) and onsite work as pandemic concerns grow and wane.
· Increased workload of unemployment claims due to furloughs, fraud and increased institutional attrition.

As a mitigation tactic, we have relied on our temporary funds to provide TPIs for retention and/or when staff have taken on significant added duties (16 TPIs in FY22 as of 1/21). We have also hired five positions on temporary funds to support the enterprise, as well as committing temporary funding for all or a portion of positions that should be permanent.

As recognized by senior leadership, UWHR is severely understaffed for its increasing scope of responsibilities. While we have been sensitive in past years about only asking for the most critical needs, I am very concerned about that there won’t be much of a department left by 2023 if we do not bolster retention by increasing salaries to be competitive at least with what some of our own UW clients pay their internal HR teams and adding several new positions to support the list of responsibilities above. 


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

UWHR is dedicated to a future where all staff are valued, and inclusive and equitable practices are embedded in the culture of who we are as an employer. In support of the Diversity Blueprint, UWHR provides resources, tools and training on the HR DEI website to support staff, hiring managers and leaders (58,070 pageviews fiscal YTD). UWHR staff engage in ongoing DEI education and development while broadly sharing knowledge, information and tools and working to engage others across the UW through outreach, the UWHR Community of Practice, and other avenues. 
Creating and maintaining working and learning environments that are inclusive, equitable, and welcoming happen at the department level. However, UWHR supports the local efforts by delivering enterprise-wide policy, training, and data-driven solutions that will help increase workforce diversity, foster a welcoming and inclusive workplace, and establish accountability through data-driven metrics and strategies. 
UWHR’s internal DEI team provide best practice expertise across campus through coaching and training, engaging with DEI leads and networks across the institution, developing HR-related tools and resources to help advance DEI efforts, evaluating demographic data, and helping to amplify the voices and experiences of BIPOC staff. In FY22, the team was expanded to include a diversity workforce analyst whose expertise will deepen efforts around demographic data analysis, inclusive hiring practices and workforce planning. 
Under the leadership of Ujima Donalson, assistant vice president for Total Talent Management and UWHR’s inclusion strategist, the DEI team partners with the OMAD and the Board of Regents DEI Advisory Committee. POD’s consultants regularly conduct workshops, facilitate retreats, and perform organizational development work with an implicit or explicit DEI focus. In FY22 this included presenting to the President and Board of Deans; one-on-one coaching addressing issues around racial and gender bias with leaders across the UW; and work with staff and leaders in the School of Public Health, Continuum College, Environmental and Forest Sciences, Anthropology, Academic Personnel, Global Health, UW Bothell, and UW Tacoma.
Many other UWHR teams contribute to advancing enterprise wide DEI efforts including HRBAIS, The Whole U, the UWCFD and HR policy:
To date in FY22, UWHR provided faculty and staff with (July 1, 2021 – January 22, 2022):
· POD courses and classes centered on a DEI topic or with a significant DEI component: 49+ trainings and event to UW staff on a dozen different DEI topics, with 2,698 participants. Offerings included new inclusive language and anti-racism workshops, and the Centering BIPOC Voices: Return to Onsite Work discussion to amplify the specific concerns and experiences of BIPOC staff,
· UWHR required training for hiring managers: Implicit Bias training with 4,515 participants,
· 13 DEI related events and activities through The Whole U with 1,581 total participants, 
· 19 articles in support of diversity, equity and inclusion on the CFD website that build awareness and connect the UW community to the larger Seattle community, and
· 12 minority owned businesses added to The Whole U Discount Network.

To support HR administrators and leaders in their DEI work, UWHR provided:
· A DEI Rubric, a practical tool to enable staff departments to assess the effectiveness of internal DEI initiatives as well as existing policies, practices and written materials and engage in specific, concrete action planning to advance DEI efforts,
· Produced and presented customized organizational demographic reports to leadership from more than six different major orgs, and published the second annual UW Staff Demographic Baseline Report, which presents data on current employees, candidates, new hires and terminations,
· Introduced new inclusive hiring resources, and
· Focused three HR Community of Practice discussions on DEI-related topics 

               To support our internal DEI efforts, UWHR provided:

· Supports the HR Diversity Team
· Monitors belonging through pulse surveys
· Launched a peer mentoring effort

​Assessing impact: UWHR monitors web traffic and event and course evaluations regularly. POD, The Whole U and the CFD conduct needs assessments and internally, pulse surveys are used to measure belonging. 
Future plans to continue resourcing this important work: DEI is being embedded into many roles at the university and our support of those efforts have increased tremendously; whether it is coaching or consulting a team on selection and hiring, or helping a new Diversity Council to form, we are regularly called upon to provide direction and support. We anticipate this need and our services in this area will continue to grow as we work to institutionalize diversity, equity and inclusion in our own systems and practices and foster systemic change across the UW.
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