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FY2023 Annual Review Narrative Survey
Submission For: Student Life Org 212
Section 1: Programmatic & Academic Vitality Narratives
Text submitted within this section will be published to OPB's Annual Budget Development website 
Where possible, you are encouraged to leverage published materials

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 

The negative financial impacts on HFS have resulted in changes to the long-range plan for addressing deferred maintenance and major capital improvements.  While grants sourced from federal funds have stabilized the department financially, the department is exploring alternative strategic actions that would ensure long-term viability.  In general, programmatic offerings – adjusted in regard to delivery methods during 2020-2021 – continue to meet desired outcomes.  Impacts on residential students have come primarily as a result of staffing shortages and realized in the delivery of food services, facilities upkeep, and availability of support staff.

Pandemic-related impacts on our Care POD units include: significantly high volumes for mental health resources, disability resources, gender-based misconduct advocacy resources; new, uncharted challenges associated with covid-related disability requests; new, uncharted challenges associated with remote and hybrid learning and academic misconduct; new, uncharted challenges associated with masking, vaccine, and testing mandates; impact to Recreation’s non-student memberships, impacting faculty and staff access and revenues; and elimination of in-person recruitment events (and associated revenue) requiring rethinking the UW’s relationship with employers.

Pandemic-related impacts on our Engagement POD units include: negative impacts on student-facing advising, programs, and services; meaningful reductions in student employment due to decreased use and stagnant revenue; significant and rapid transition from in-person/collective programs and services to remote and/or hybrid opportunities; lessening of being present and accessible to students due to staff expressing expectations to work remotely; increased reliance on facility fund balances to cover budget short falls due to decrease in self-generated income; submission of mitigation funding from SAF due to inability to receive federal/government funds to offset financial losses.

Hall Health implemented COVID testing, giving COVID vaccines, developed a respiratory clinic, started telehealth and telework, changed clinic workflows, added PPE, added a front desk COVID screener, stopped walk-ins, required appointments for visits, and accommodated worker flexibility needs with increased burden on staff remaining in clinic. Decreased patient volumes negatively impacted revenue, necessitating furloughs and other cost reduction strategies.  Health services became more expensive to deliver, and unionized health care worker wages significantly increased, thus increasing the challenge to achieve a balanced budget.  COVID mandates required diversion of resources to support mandate requirements while awaiting federal funding and infrastructure development.  Clinic is understaffed due to attrition and slow hiring processes and unable to accommodate all patients, thus reducing student access and reducing revenue. HH stopped accepting new non-students to prioritize student access, negatively impacting finances since nonstudent insurance is favorable to that of students.
Throughout the pandemic, the UW Police Department has continued to provide 24/7 policing, Dispatch Center, safety and security services to the UW community.  The pandemic forced the UWPD to pivot some services to adapt to the changing campus landscape as overall campus operations shifted to remote learning, but its mission remained the same.   Like other units/departments at the university, the UWPD is experiencing significant recruitment and hiring challenges, struggling to fill vacant positions as a result of the lingering effects of the pandemic.

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

For the first time, Student Life hired a Director of Diversity and Inclusion.  The incumbent will provide coordinate efforts for staff around issues of equity, social justice, and training.  The Division has made considerable efforts in the service of equity, social justice and belonging including the articulation of a strategy map and receiving multiple recommendations for next steps.  This new position will help to review, consolidate these efforts and will work towards implementation of the recommendations.

HFS has focused efforts on goals 1 and 4 of the Blueprint.  All of the work toward these goals has been completed by staff with other responsibilities; this approach has resulted in inconsistent progress due primarily to the disruptions caused by the pandemic.  Most progress has been made in regard to the recruitment and selection processes used within the department; however, small candidate pools and other factors such as non-competitive pay have hindered the department’s ability to further diversify the staff.  The department has an established DEI committee, and most staff have completed training that focuses on how defensiveness impedes feedback and learning in the workplace.  In addition to internal resources, HFS routinely utilizes UWHR POD for learning opportunities and consultants.  HFS has not established clear milestones or benchmarks to measure success and is giving strong consideration to the creation of a partial or full-time dedicated position to guide the department’s work going forward.  Unless off-set by an expense reduction, a new position would add to personnel costs.

Student wellbeing is intrinsically tied to equity because health discrepancies associated with oppression is part of our daily reality. To that end, our Care POD units’ efforts are directly tied to Goals 1, 2, 4, and 5 in the Diversity Blueprint. As well, we seek to expand the UW’s operational definition of diversity to include disability. 
Some examples of Diversity Blueprint efforts include: C&IC Diversity and Inclusion Handbook; Recreation’s gender inclusive and accessible Pool and Locker Room renovation project; low barrier and no cost mental health services, such as Let’s Talk and MySSP; revised DRS mission statement; and exploration of alternative resolution measures, in partnership with OMAD, Ombud, and many other offices.

Collectively, goals 1, 2, 4, 5, and 6 closely align with the strategies, programs, and services that our Engagement POD units provide to undergraduate, graduate, and professional students and department staff. A few examples include: CIRCLE finding ways to better engage with graduate and international students; 80% of Q Center full-time and student employees identifying as QTBIPOC;  the Q Center’s Learning/Training Hub providing advising and education to minoritized campus communities such as the Kelly ECC, D Center, Brotherhood Initiative, and schools and colleges; increased engagement with Greek organizations affiliated with the National Pan-Hellenic Council (primarily African-American students) and the Multi-Greek Council (primary LatinX and Asian students); implementation of a diversity audit using campus and off-campus rubrics and modules by the HUB; and creation of an equity and inclusion committee by The Daily student staff.

Hall Health’s efforts include: developed Equity Workgroup to increase staff communication and EDI awareness, respond to EDI issues, and plan trainings; added representative to the Student Life Strategic Planning committee who also heads its EDI arm; held 3 all-staff EDI trainings; started a lend-library of EDI books; surveyed staff to guide future training; added EDI lens as a standing item to leadership meetings; expanded leadership training to improve management skills and accountability to support EDI; changed hiring processes to include EDI inclusive language in job postings, make search committees more diverse, and implement Executive Director discussion of implicit bias with search committees. Note that HH endeavored to partner with UWHR for help to expand candidate pools and evaluate the impact of hiring practice changes, but UWHR did not have enough resources to support such work at the time.  Impacts of HH’s realized efforts have been to increase staff communication and awareness of EDI issues, support staff with EDI concerns, partner with Student Life EDI efforts, bring EDI lens to decision-making, and increase staff and leadership skills and accountability.

For the UWPD, utilization of (non-commissioned) Campus Safety Responders to address (non-threatening) safety concerns allows another option in interacting with students, faculty, staff and visitors. New laws have been developed as a result of Police Reform initiatives and the UWPD has worked on policy updates, informing impacted commissioned staff and the unions that represent them and provided briefing and/or trainings to address changes. 
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