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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 
************RESPONSE************
The global COVID-19 pandemic did not result in substantive changes to Continuum’s strategic plan or budgeting processes. The most notable strategic shifts occurred in our programmatic offerings, along with our internal support of instructors and students who increased their use of various learning technologies. 
We have anecdotal evidence that the University’s vaccine mandate for online students resulted in a reduction in enrollments; this is based on feedback received from admitted students who did not enroll. Some of our non-credit programs have struggled and/or were paused during the pandemic for additional reasons:   
· programs with critical in-person learning components (e.g., studio work, group activities, field work) 
· youth and teen in-person enrichment courses and day camps offered in summer months
· programs for visiting international learners  
· In-person conferences 
Other non-credit and enrichment programs will persist online due to positive outcomes during the pandemic:
· PROFESSIONAL PROGRAMS: There is a shift in strategy to continue to offer many professional programs online (primarily). Professional programs are typically designed for a working professional audience, and trends suggest removing traditional barriers to enrollment for this population (geography, commute, schedule flexibility) is the reason for recent targeted growth. 
· YOUTH & TEEN PROGRAMS: Although our goal to offer in-person learning during the summer months continues, there is a shift in programmatic strategy to continue offering online, year-round enrichments programs for middle and high school learners. Online programs offer additional flexibility to families with middle and high school household members. 
· OSHER LIFELONG LEARNING: This program, open to adults over the age of 50, has operated exclusively online since the outbreak of the pandemic. Prior to the pandemic, Osher operated in-person at sites around the Puget Sound. Because the UW program is the only such Osher program in Washington State, and the particularly vulnerable populations that the program serves, Osher will continue to offer primarily online programming, with a possible limited return to in-person programming in FY23.
Learning Technologies 
· The shift to remote and online learning substantially increased the utilization of our learning technologies and the volume of associated support requests. 
· Training for instructors on learning technologies also increased markedly.
· Instructional design resources for transferring courses to remote and online learning remained at 100% utilization, with more demand than could be met with current staffing. Because of this, an external contract for additional instructional design resources was negotiated for January 2022 start.

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

************RESPONSE************
More than 30 Continuum employees participated in grassroots DEI sub-committees in FY21 focusing on five broad areas that contribute to UW's Diversity Blueprint, including  
· Facilitating staff learning and engagement
· Supporting and championing change
· Deepening community outreach and partnerships
· Hiring and retaining diverse staff and instructors
· Improving accessibility
Highlights from the DEI committee’s work include
· Managing our DEI book club and a speaker series called Courageous Conversations. 
· Running our most popular initiative, “Discussion Dyads,” in which self-selected pairs (or larger groups) take part in a guided conversation with a multi-media prompt (video, article, poem, etc.). Dyads provide a bite-sized way to engage in a variety of DEI topics, especially for those who cite time as a barrier to engaging in DEI work. 
· Collaborating to offer Continuum-wide DEI learning events between January and November 2021, with 166 participations tracked. 
· Creating and piloting a tool for equitable decision making. This tool helps teams within Continuum to consider diverse perspectives and keep DEI issues at the forefront when making significant decisions.
· Focusing on accessibility of our public-facing websites and the learning content that we develop; we strive to make all content accessible to users with disabilities. FY21 accomplishments include updating vendor contracts to include UW Accessibility Rider language, incorporating audio description into video production processes, and tracking accessibility metrics through Canvas.
· Participating and contributing to active DEI related discussions on a Continuum-wide Teams channel
· Providing information and resources for our instructional teams to ensure our classrooms are inclusive ad welcoming to all learners
· Reviewing our program curriculum to ensure it is culturally responsive and incorporates multiple perspectives, including those of indigenous and underserved populations
Other positions within Continuum contributed by
· Implementing changes in our hiring practices to reduce bias 
· Each search begins with a kick-off meeting for search committee members to discuss bias in hiring, as a group, and strategies for holding each other accountable 
· A rubric is created specific to each role to evaluate candidates fairly and consistently 
· All resumes and cover letters are redacted for the initial review process 
· A DEI statement is required for candidates applying for professional staff positions
· At least 2 individuals review resumes/cover letters, and at least 2 staff participate in interviews 
· We utilize updated guidelines for selecting individual search committee members    
· Creating a multi-year funding proposal to support ongoing DEI initiatives such as  
· Dedicated advancement staff
· Targeted job advertisements 
· Consultant to guide Continuum’s DEI work
· Guest speakers
· Professional development for staff 
· Assessments 
· Adding a new value, “equity and inclusivity,” to our existing list of published core values: diversity and respect for everyone, a never-ending pursuit of excellence, integrity, and trust and openness.
· Core values are communicated internally during all-staff presentations, as part of the performance appraisal process, and to prospective candidates in our job announcements
· Continuum’s internal recognition programs are designed to recognize and award staff who live our values
· Doubling our number of scholarship recipients through the UW Certificate Scholarship program. This program is an important way to break down barriers to a UW education and help learners ignite a change in their career. Scholarships range in value from $2,500 to $8,000, depending on the cost of the program. Scholarship recipients receive a waiver each quarter that covers at least 80% of registration and course fees for most programs. 
· Including a section in our performance appraisal system (PAS) that requires staff to self-evaluate their current DEI skills and needs, as well as set goals for DEI professional development
· (in progress) Partnering with a POD consultant to explore and create a structure to sustain DEI work
As a next step in support of UW's Diversity Blueprint, we are in the process of incorporating UWHR’s DEI Rubric to review and assess the effectiveness of our efforts, initiatives, and strategies. The rubric categories include the following: 
· Mission and communication 
· Institutional support
· Education and training
· Recruitment and retention 
· Values and climate
· Written policies and material
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