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FY2023 Annual Review Narrative Survey
Submission For: [College of Education]
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 

The College did not have to make substantive changes to our strategic plan, budget/resourcing processes or programmatic offerings beyond what was necessary for us to pivot.  Our strategic hiring in areas of instructional design, graduate advising and program marketing, were effective in helping us to pivot to online learning, provide supports to our students and stabilize our recruiting efforts. We saw increases in our instructional costs between FY20 to FY21 of approximately 5%, a result of the pandemic as we provided additional supports to faculty. We anticipate similar increase in FY22 from FY21 and additional expenses in operations for the provisioning of masks and cleaning supplies as we return back to campus.   

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
ATTRACT, RETAIN, AND GRADUATE A DIVERSE AND EXCELLENT STUDENT BODY
The College’s Student Support & Advancement Committee (SSAC) continues to work on prioritizing funding opportunities specifically for Black &Indigenous students with an intent to provide four-year funding to those students in the 2022-23 admissions cycle. This process requires a deep look into the totality of funding available within the college and a reprioritization, and reconceptualization of resources.

Partnership with Seattle Public School to provide and coordinate the shared goal of supporting candidates who identify as Black, Indigenous, and/People of Color to serve as teachers in Seattle Public Schools as part of our Teacher Education Program (TEP).  Funds raised from the College Diversify the Educator Workforce (DEW) and Academy of Rising Educator (ARE) will be awarded to cover tuition and other education costs for selected ARE students who enroll in the College teacher education program from 2021-22 and 2022-2023. 

Community Partner Fellows program that provides 4-year funding packages have 81% funded BIPOC students. 
Haring Center funds GSA positions with a priority for recruiting doctoral students of color and students with disabilities.

Brotherhood Initiative has served 110 undergraduate men of color to date. Students in the program have been consistently earning higher grades, with more staying in school and graduating within four years than men of color outside of the program. Emerging collaboration on a Positive Social Change Challenge with the Population Health Initiative and the UW Foster School of Business.
Launch of Sisterhood Initiative in Fall 2021 to support undergraduate women of color, starting in Fall 2022. 
ATTRACT AND RETAIN A DIVERSE FACULTY
When a faculty search is approved, the Dean works with appropriate college leadership to form the search committee and ensure there is representation of junior and senior faculty, and students. Once formed, the Dean holds a charging meeting with the search committee members and the Office of Faculty Advancement to review the Handbook of Best Practices for Faculty Searches and online toolkit to ensure the successful hiring of a diverse and inclusive faculty. The search committee drafts the job descriptions and evaluation rubric and shares them with area faculty and the college's Diversity Committee for review and feedback. The process of developing and using the rubric helps the search committee to explicitly name and address biases that may adversely affect traditionally underrepresented candidates. The search committee also identifies non-traditional outlets and avenues to advertise, and outreach to be conducted, to identify and encourage applications from candidates who will contribute to the diversity and instructional excellence of the faculty in the College of Education. Faculty are also afforded multiple and extensive opportunities for providing feedback on the candidates, their application materials, their job talks, and the final vote and recommendation to the dean. 
The College of Education has a new initiative that includes building a robust mentoring program for all voting faculty.  This program is being designed with an equity framework with specific emphasis on the skills and expertise needed to mentor faculty who are from racial and ethnic minority backgrounds.  The program is aligned with our strategic plan and our race and equity goals. The infrastructure for the faculty mentoring program will be built and completed by the Summer 2022 and the enhanced mentoring program will begin in the Fall 2022. 
The College provide annual professional development (PD) dollars to each voting faculty for a total of 120K-150K annually.  For non-voting faculty, we provide professional development via the various programs within the College.  For this year, our faculty provided PD during faculty meetings related to our ongoing work to be in good relation with the lands and peoples of the lands as well as to stand with Black lives and communities and other communities of color across multiple intersections through our collective work as a college
Attract and Retain a Diverse Staff
Over the past 5 years, we have increased our diversity within our staff ranks (see chart below) and provide professional development and leadership advancement opportunities.  We recently promoted 3 BIPOC staff to positions of leadership within our program and administrative offices and hired 2 additional BIPOC staff.  We are working towards a 100% participation in cultural responsiveness training.
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Launched C.A.R.E. (Call to Action for Racial Equity) in January 2021, our new 12-month discussion series on racial and social justice, and diversity, equity, and inclusion topics. These discussions were part of our staff meetings and we had “drop in” sessions where we engaged in conversation about the materials discussed in staff meeting. Our goals within the College staff workgroup are:
· To create a safe space to foster and encourage discussion, increase knowledge, and awareness regarding racial and social justice issues.
· Help identify and bring self-awareness to individual bias and the damaging effects of unconscious bias.
· Move from talk to action.
Hire an Assistant/Associate Dean of Equity and Educational Justice: As the college rethinks funding at the administrative level, the prioritization and allocation of funds for the hiring of an Assistant/Associate Dean of Equity and Educational Justice has been set aside to move this work forward in substantive and thoughtful ways.
Increase Engagement with Partnerships and Collaboration with BIPOC communities. 
Through  Unite:ED’s Community Partner Fellows program, which supports community-engaged research, practice and partnerships, our graduate students work closely with nationally-recognized faculty to address the most pressing challenges facing schools, communities and students. 
The community-based organizations have included Boys & Girls Clubs of King County, Washington STEM, Pacific Science Center, Southeast Seattle Education Coalition, Technology Access Foundation, School’s Out Washington, Black Education Strategy Roundtable, Supporting Partnerships in Education and Beyond, Teach for America, One America, Seattle Public Schools, African American Male Achievement Initiative, Puget Sound College & Career Network, Treehouse, College Success Foundation and Seattle Public Schools Research & Evaluation Department.  In 2021, we have a record-setting twelve doctoral students bolstering the research and program evaluation capacity of local organizations this academic year as the members of the fourth cohort. 
Created and launched ConnectEd: Professional & Community Learning infrastructure to support professional learning and development in communities  -This infrastructure was supported with the goal of being self-sustaining in 3 years, however, the unit has attained self-sufficiency within 1.5 years of its launch.  

In partnership with Educational Service District 105 (Central Washington/Yakima Valley) launched the Central Washington Equity Leadership Network. This is a collaborative project with school system leaders in Grainger, Grandview, Selah, Sunnyside, Toppenish, Wapato, and Yakima. The network is centered on leading for racial equity with an emphasis on how leaders can engage students, staff, families, and their broader community as partners in creating anti-racist schools and school systems. (Center for Educational Leadership (CEL))
In partnership with private and public funders and stakeholders to co-design and develop workforce supports for early care and education and school-age and youth development professionals. This includes the Development of innovative workforce supports for Head Start grantees across the nation in partnership with the Office of Head Start and Zero to Three. An example of innovative professional development is Teacher Time, an online series that provides teachers and family childcare providers with content knowledge and teaching practices related to child development. Since January over 60,000 Head Start teachers have “tuned in” for Teacher Time. (Cultivate Learning)
In partnership with Cultivate Learning, the Haring Center for Inclusive Education, achieved a significant increase in participation for Early Achievers internship opportunities this school year despite challenges presented by the ongoing COVID-19 pandemic. We saw a 30% increase from 2020-2021 and more are expected to participate this winter and spring. With increased access due to online flexibility, as well as course availability in Spanish, more professionals are participating in the Early Achievers internships than ever before.
Pursuing a cross-university early learning initiative potentially located in South Seattle, to deliver positive and socially just outcomes for children and families by transforming the early care and education workforce.  This early learning campus address the current and ongoing shortfall of highly qualified early educators within South Seattle, WA state and nationally. Supporting the wellbeing of children and families by strengthening the early learning workforce  

Tuition Based Program Rate Recommendations - Narrative Section

Responses to the questions below are required for each tuition category that your unit/campus recommends adjusting. In addition, a new question (#7) is required for any programs for which no tuition increase is requested. If you are recommending changes for multiple tuition categories, please differentiate your responses within each question.
1) Please explain why each proposed change is needed and how your unit/campus will use new incremental tuition revenue increases or absorb incremental tuition revenue losses. Word Limit: 500  

We are proposing a 3% tuition increase for FY22-23.  The College strategically did not increase tuition for 2 years as we worked on improvements to our student experience.  Though this is a continuing process, we have made some modest gains on improving student experiences as seen in our survey results.  On average, 80% of COE students (across UG and Grad) agree that overall, they are satisfied with their experience at the COE.
The increase in tuition revenue will be used to offset the projected reduction in undergraduate tuition revenue loss and to mitigate inflation increases.

2) Explain whether and how each proposed change will affect peer comparisons and/or whether a market analysis was conducted. Word Limit: 500  

The College is recommending a tuition increase both for resident and non-resident tuition of 3% both for FY23. The tuition increases are needed to achieve a predictable source of revenue to offset current and emerging expenditures including annual merit and institutional costs such as the UW Tech Fee and Workday fees along with maintaining the excellence expected of our curriculum.

We modeled increases of 1% and 5% and found that 1% would not cover an equitable proportion of salary costs relative to the undergraduate program’s revenue, and that 5% would be too much of a burden on students. Further, of all the graduate tuition tiers in the University of Washington’s Seattle campus, there are only four tuition tiers with tuition rates lower than the College of Education. Though a deeper dive is warranted, a quick scan indicates that we are competitive with our peers within Washington State, and along the Pacific Northwest. In summary, in order to maintain our high quality instruction and mentorship, we prefer to slightly raise tuition over cutting valuable instruction and coaching staff. 


3) Tuition and fee increases have a disproportionate impact on low-income students. Please comment on how each fee change will affect student debt loads, and specifically how the program will offset this impact. Word Limit: 550  

The tuition increase adds $169 per quarter.  We see this as a minimal addition to the student debt loads.  Currently, the average student debt load based (2016-2017) is $92,200.  The College average debt is at 88K with the median at $41K.  We provide scholarships to offset tuition impacts and recently received a large endowment, generating revenue to offset tuition for students in our Teacher Education Program, providing 14 students with $20K each in scholarships in its inaugural year.  On an annual basis, the College disburses close to $750K in scholarships, not including GSA, TA and RA positions. We continue to fundraise to meet our scholarship commitments. 






4) Describe whether you expect the proposed tuition rate(s) to result in any substantial changes to enrollment (including a change in the resident/nonresident composition) or to the volume of waivers awarded. Word Limit: 250  
We are not expecting to see substantial changes to enrollment. 

5) For each proposed change, please explain what would happen if the change were not implemented (e.g. deficit, loss of staff positions, etc.). If a proposed change is part of a plan to eliminate a current deficit, please indicate that. Word Limit: 250  

If the change is not implemented, there will be no immediate impact to the College, however, over the next few years, as our costs increase, we will need to increase tuition higher than these moderate increases.

6) For each tuition category that you have proposed changing, please discuss your unit/campus's overall tuition rate strategy for the next 3-5 years. In your response, please explain whether and how your long-term strategy connects to "market" rates (e.g. where do you want to be, rate wise, compared to peers?) Word Limit: 250  

Though we plan to raise tuition 2%-3% for the next 3-5 years, the College is cognizant that certain programs earning potential is limited and would be doing a more in-depth study in the next year or two to connect to “market rates” and compare to our peers.  As we complete this study, we may want to split our tuition tier to from Education to Education – MIT and Education MEd.

7) If you are not planning to increase tuition for any program, please respond to the following: Generally, small, inflationary increases (1-2% annually) are preferred over no increase or large increases every few years. Please answer the following questions for each program where no increase is requested. Word Limit: 250
a) Please explain why this program's rate does not warrant an increase by describing the program's financial position, structure, peer comparisons, or other relevant information.
b) What do you currently anticipate annual rate change requests will be for the next two years?
Not Applicable 


Communication with Faculty & Student Stakeholders
Communication of your unit's annual review materials, including fiscal vitality data, narrative responses and tuition rate recommendations is an important and necessary component of the University of Washington's Annual Review process. Your responses to the questions below will be documented and included as part of the annual review materials provided to Executive Leadership of the UW. 
If the meeting schedules of faculty and student leadership groups present a challenge, please make accommodations to get approval within the necessary time frame. If necessary, you may submit an update to OPB at a later date, after faculty and students have had an opportunity to review. 
1) Please provide the date that FACULTY leadership within your unit/campus was consulted and provided the opportunity to provide input as part of this budget planning exercise. If, due to scheduling difficulty, you are unable to consult with faculty leadership before the February 1, 2022 submission deadline, please select the date you are scheduled to consult with FACULTY leadership and, immediately after that date, please provide an update to Jed Bradley.

We presented to Faculty Council on January 14th, 2022 and to Faculty on January 28th, 2022.

2) Please list a point of contact for your FACULTY leadership (name and UW email address).

Dr. Django Paris – Faculty Council President -  dparis@uw.edu

3) Please provide the date that STUDENT leadership within your unit/campus was consulted and provided the opportunity to provide input as part of this budget planning exercise. If, due to scheduling difficulty, you are unable to consult with student leadership before the February 1, 2022 submission deadline, please select the date you are scheduled to consult with STUDENT leadership and, immediately after that date, please provide an update to Jed Bradley.

We presented to our College ASCE student body on January 11th, 2022.

4) Please list a point of contact for your STUDENT leadership (name and UW email address).

Taychell Lott <taychelllott@gmail.com>; tlott@uw.edu

5) Enrolled students affected by tuition rate increases should be consulted on proposed increases before proposals are finalized. Please describe when and how students were consulted and summarize the feedback they provided regarding EACH of your tuition recommendations.
We discussed our budget and 3% tuition increase at our budget meeting, faculty council
meeting and faculty meeting where the student body representatives (different individuals) are all present. We
also presented to the College ASCE student body.  There were no negative feedback or concerns as all stakeholders understood that the College did not increase for 2 years and given increasing costs, that it is prudent that we do a modest increase. The College also presented to the staff on Monday, January 13th, 2022
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