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	Key Findings
	Planned Action Steps
	Specific Resources Needed
	Person(s) Responsible
	Success Criteria (How will you know you’ve improved?)
	Timeline
	Priority Level (High/Mid/ Low) (Short/Long-term)
	Data identified problem (X)
	Has achievable action steps within 2 years (X)
	Requires few resources (X)

	I. THEME:  LEADERSHIP 
Qualitative results clearly show issues with leadership in regards to poor communication/lack of transparency, and lacking strategic vision

A. Training and Development 
Significant issues with leadership, and mid-level managers and administrators is reflected in both quantitative (p. 11, 15, 22-24, an 32) and qualitative measures (p. 2-3).  Some of these could be attributed to how leaders are prepared for their roles.
B. Accountability 
The lack of accountability at all levels was identified as an issue, especially in leadership. 
C. Communication and Transparency 

Qualitative measures indicate poor communication/lack of transparency (p.2), and quantitative measures indicate respondents not feeling valued by administration (p. 22).

D. Shared governance 
 The lack of shared governance was indicated in qualitative themes (p. 2) and has some indicators in the quantitative results as well - Low diversity in decision-making (p. 15), the role of faculty in shared governance is clearly stated and recognized (p. 25), and only 25% of staff agree that they have a voice in the direction of UofL (p. 30).
II. CAMPUS CLIMATE

A. Morale and environment –

Qualitative measured showed considerable issues with the campus environment and morale (p.2-3), including feeling undervalued, fear of expressing opinions and exploitation of workers.  Quantitative measures also showed similar responses including only 38% reporting they felt valued by university wide administration (p.22), only 32% agreeing that they are adequately staffed to cover regular workload (p.23), only 36% agree that they feel valued by UofL for their service to the university (p. 31), 59% reported that UofL does not have a good image (p.11), only 41% agree that tasks are appropriately redistributed when a staff member is away (p. 38), and 34% of respondents reported  hearing or observing discriminatory behavior based on race or ethnicity (p. 4).


	· Adopt university policies and practices to better prepare leaders at all levels to ensure uniform practices, increase knowledge of policies and practices, make resources more easily accessible, and enhance the development of leaders who are responsive to their employees.  These include:

· Require anyone in a supervisory position to participate in supervisory training, and periodically participate in “refreshers”.  These trainings would inform all supervisors of resources available to them and their employees, and HR policies and procedures.  
· Supervisor trainings should be available at no cost to unit
· Require new department chairs to go through trainings which outline the expectations for department chairs and which provide the resources available to them.

· Internships should be made available to those interested in and pursuing paths towards being a department chair, assistant/associate dean, or vice president.  This would better prepare and empower individuals for these positions, and an emphasis should be placed on marginalized groups primarily receiving these internship positions until equity is achieved.

In better preparing leaders, adopt policies to better monitor and hold accountable leaders at all levels to ensure uniform policy and practice implementation, and to enhance the development of leaders who are responsive to their employees.  These include:

· Develop an annual reporting process that shows each supervisor and their unit heads the retention rates of employees for each supervisor broken down by their employees’ gender and race/ethnicity.  In the case of unit heads and cabinet members their reports would need to be submitted to the board of directors. 

· Leaders with high rates of employee turnover should be flagged by HR, and an intervention be implemented for poor leaders/supervisors. 

· Exit interviews, potentially by an outside vendor, should be strongly encouraged of all employees leaving the institution to find out why employees leave. 

· Using existing software already licensed by the university to develop and use a 360 evaluation processes which will provide well rounded performance feedback for all employees 

· Adopt a university policy to ensure department chairs terms are reviewed and potentially limited to terms from 3-5 years in duration and possible rotating terms (as appropriate, depending on the way in the chairs were hired).  Limit power of deans to remove department chairs capriciously unless there is a proven gross dereliction of duties.  Rationale: Limited terms could lead to greater departmental transparency and collegiality, leadership development of diverse and junior faculty, predictable changes in new priority development, and a decrease in favoritism and corruption.

· https://coache.gse.harvard.edu/files/gse-coache/files/coache-departmental-leadership.pdf
http://www.aaojournal.org/article/S0161-6420(17)32898-1/pdf
· Schedule two days per semester when anyone can visit and speak with the president and provost.
· The president and provost should regularly visit academic units, VP offices, SGA and other RSOs.

· Monthly newsletters should go out from the president and provost.

· There should be increased communication about student academic achievements, diversity as a path to excellence, and effective ways of bringing research into the classrooms.  

· Create/empowered staff/faculty representative work groups to follow through on recommendations on issues such as enrollment, industry-academic partnerships, etc. 

Each dean/vice president should be held accountable for progress made in terms of the campus climate.  With each iteration of the campus climate survey, leadership could require deans to review their school’s campus climate and diversity and inclusion data, develop a two-year action plan to address deficiencies, and communicate these clearly to their units and the institution through their diversity plans

· Implement institution wide unconscious bias training for all university employees, but especially for supervisors, administrators and department chairs.  Trainings should be inter professional and across units.  This will help decrease discrimination, and negative perceptions related to structural hierarchies and silo that employee’s feel and students see.

· Communicate at all levels the extraordinary commitment staff and faculty have at advancing students’ interests and concerns.

· Put more focus on innovations and achievements made at the university other than medical/scientific research. 

· Each unit develop a plan on how to effectively distribute work assignments across the unit/department given budget cuts and RIFs

· Develop campus-wide employee recognition programs which are spread throughout the year.  Go beyond work anniversaries to recognize innovative work, those who earned a degree while still working here, community service/engagement, etc. 


	Funding required to provide trainings for supervisors
Staff time

Funding required for internships (to cover staff time, or faculty course reductions).  Staff, faculty and leadership time. 

Staff time.

Staff time.

Staff time, software is already in use

No funding resources needed.
Staff and administrator time

Staff and administrator time
Staff and administrator time
Staff time

Staff support
No immediate funding needed.  Any related costs would need to be covered by each school depending on their identified actions. 
Funding for trainings and staff time. 
Staff time

Staff time

Staff time

Staff time
	President, Provost, HR
Provosts, deans, HR

President Provost, deans, HR

HR, President, Provost, deans, Board of Trustees

HR, President, Provost, deans

Faculty Senate

President, Provost and Office of Communication
and Marketing

President and Provost

Provost, deans and vice presidents

President, Provost, HR
President, Provost, HR 

President, Provost
Each unit
HR

	Expectations and resources clear and readily accessible

Internships created, Future Climate Surveys reflect improved perceptions of leadership, feeling valued, and promotion opportunities

Annual review process is created, and interventions implemented when needed

Future Campus Climate Surveys reflect a decrease in discrimination, bullying and harassment.

Exit interviews are universally used and aggregate data reported.

360 performance evaluations used.  Future Campus Climate Surveys reflect increase of employees feeling valued and involved in decisions

Faculty retention and recruitment increases

Scheduled open visit days/times

Visits to units and campus organizations

Newsletters consistently released

Shift in communications

Written reports and following through with recommendations. 
Future Campus Climate surveys should reflect changes in the perception of leadership transparency.  
Number of people who  complete training; Future Campus Climate Surveys reflect changes in reports of discrimination

Future Campus Climate Surveys reflect changes in reports of discrimination 

Future Campus Climate Surveys reflect changes in job satisfaction, and feeling valued. 

Strategic plan developed

Future Campus Climate Surveys reflect changes in job satisfaction and feeling valued.
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	B.  Bullying 

Quantitative measures indicate that only 56% of respondents have never experience bullying, which means 44% have on some level (p.19).   When broken out by gender bullying, gender discrimination and harassment are much higher for women. Qualitative measures indicate a “good ol’ boys network” and “ignoring situations” (p. 2).

	Existing policy recommendations already exist from the committee that previously worked on this issue, but the policies were not adopted.  Therefore the following next steps are recommended:

· Implement the already proposed bullying policy and acknowledge those who helped to develop the policy.

· Develop training of how to respond to bullying, and bystander training.
	The development of trainings would require the paid time of staff, students and faculty
	President, Provost, HR

	Clear bullying policy is implemented and disseminated throughout institution.

Trainings are implemented.

Future Campus Climate Surveys reflect changes in those who report experiencing bullying (an initial spike may occur as those who have experienced bullying would new channel to report it). 
	2018-2019 AY

2018-2019 AY

	High, Short
	X

X


	X

X


	X
X



	III.  COMPENSATION

Emerging data might suggest there are gender based pay inequities across the institution.  Related, the 2017 Campus Climate survey qualitative findings indicate pay inequities as key issues and issues related to the FLSA policy changes (p.2).  
	Instead of faculty and staff getting raises across the institution (or performance based), known pay disparities should be addressed (after controlling for important drivers, i.e. time in the position, performance, etc.) (e.g. lower pay for women doing the same jobs as men).  The following changes should be implemented:
· The university may not be able to currently afford across the institution raises; however, addressing pay disparities should be the first consideration.                                Rationale: An immediate correction of the known gender and race pay disparities will likely raise morale of those impacted, show an institutional commitment to gender and racial equity, and any future across the institution pay raises will not perpetuate current gender and racial pay equity issues. 
	Sufficient funding to correct pay disparities.
	Human Resources, Staff and Faculty Councils, Office of Diversity & International Affairs
	Human Resources can show pay disparities have been addressed in the already identified areas.  

Future Campus Climate Surveys should reflect changes in gender and racial discrimination, and gender and racial empowerment.
	2017-2018 Academic Year (if any raises are given this year).  If not, then 2018-2019 AY


	High, Short
	X
	X
	

	
	· UofL should review the FLSA policy, its negative impacts on the institution in terms of morale, and based on findings consider transitioning out of the FLSA policy. **NOTE:  HR has hired a consultant to review the changes made to the exempt and non-exempt categories to determine if the changes were necessary.  
	Staff time and some funding if corrections made.
	HR
	Report on review and potentially reclassified positions.
	2018-2019 AY
	High, Short
	X
	X
	

	
	· Examine HR policies that govern how employees are compensated when taking on extra work for positions that have been eliminated.  This would need to be open, transparent and monitored regularly.
	Staff time and some funding if corrections made.
	HR, President, Provost
	Policies are developed and/or revised.
	2018-2019 AY
	High, Short
	X
	X
	

	
	· Deans and Vice Presidents should monitor and certify annually that all positions and pay are fair and equitable as it relates to workload and compensation.

· Prioritize the completion of an updated faculty and staff gender equity studies.  
	Staff time
	Deans and VPs
	Deans and VPs give their annual certification of fair and equitable workload and compensation.


	2018-2019 AY
	High, Short
	X
	X
	X

	IV. RECRUITMENT

Poor hiring practices – 

Qualitative measures in the Climate Survey indicate lack of fairness in hiring practices, lack of diversity in leadership positions, lack of retention of diverse faculty, and race, age and gender discrimination (p. 2 & 3). This is supported by some quantitative measures such as approximately only 50% agreeing that the university practices affirmative action in hiring and promotion (p. 11), and only approximately 70% of leadership encourage the recruitment and retention of minority employees (p.14)
	Several university policies and practices could be adopted to help decrease biases in hiring.  These include:

· Mandatory unconscious bias training for all hiring committees. 

· Transparency in hiring waiver usage where data is reported by departmental usage and demographics of those hired under waivers.

· A search which results in finalists who do not reflect the demographics of Louisville is considered a failed search, unless the unit can document their search process which reflects substantial efforts made in recruiting diverse candidates.

· In the initial phases of the hiring process, applicant names, and other race/ethnic, and gender identifiers should be removed, which is supported by research to decrease biases.

· Universal adherence to existing nepotism policies.
· Encouraging hiring committees to hire diverse candidates from within the institution.  Many potentially good administrators, staff and faculty of color are overlooked just for the sole reason that they received their degree(s) from UofL, which is an outdated practice and devalues a UofL degree within the institution. Changing this practice may encourage faculty and staff of color to continue their education at UofL if they can see themselves moving up within the institution.

· Provisional employees should be given a documented independent review process prior to termination.  They should not be fired “at will”, but have documentation of their supervisor giving written instructions for performance improvement and documentation of those performance improvements not being followed by the provisional employee.  This will decrease the “at will” firing that can be perceived to take place, decrease the chance for discrimination and bias being a part of the termination process, and increase trust in this provisional system.


	Minimal funding needed to cover online unconscious bias training and testing development

Staff time

Staff time

Shift in advertising funds to more diverse pools.

Software costs to de-identify applicants.

Staff time

Staff time

Staff time
	HR, Provost

HR, Provost

President, Provost, HR

HR

Board of Trustees, President, Provost, HR

HR

HR
	Increasingly diverse faculty and staff demographics. .Future Campus Climate Surveys reflect decrease in discrimination.
Hiring waiver data is disseminated and interventions made for over-/misuse

Future Campus Climate Surveys reflect decrease in discrimination

Increasingly diverse faculty and staff demographics. Future Campus Climate Surveys reflect decrease in discrimination

Fewer complaints of nepotism

Increasingly diverse faculty and staff demographics. Future Campus Climate Surveys reflect decrease in reported discrimination.
Future Campus Climate Surveys reflect decrease in reported discrimination.  
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2018-2019 AY

2019-2020 AY
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2018-2019 AY
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	V.  RETENTION

A. Promotion, tenure and rewards - The qualitative results indicate issues with faculty tenure and a poor reward system (p. 2 & 3).
	Policies and practices could be adopted to promote greater emphasis on mentoring, service and diversity and inclusion work.  These include:

· Establish a formal mentoring program for all new faculty members with measurable outcomes. http://www.hanoverresearch.com/media/Faculty-Mentoring-Models-and-Effectives-Practices-Hanover-Research.pdf
	Funding needed to establish and oversee mentoring program
	Provost, deans, faculty senate
	Mentoring program is established
	2019-2020 AY
	High, Long
	X
	X
	X

	
	· Change the promotion and tenure process to place greater importance on faculty mentoring students and/or junior faculty, internal/external service, community engagement, and their work on diversity and inclusion at UofL or in their respective fields.  https://www.aaup.org/article/ivory-ceiling-service-work
	No or minimal funding needed.
	Provost, deans, faculty senate
	Changes in promotion and tenure policies and practices.

Changes in future Campus Climate Surveys which reflect faculty of color feeling valued for mentoring.
	2018-2019 AY
	High, Short
	X
	X
	X

	
	· Give course reductions or other compensation to those faculty significantly involved in the mentoring of students of color and junior faculty of color. Far too often these duties rely primarily on the faculty of color who are not compensated or recognized for doing so: https://www.chronicle.com/article/The-Invisible-Labor-of/234098 
	Funding needed to cover course reductions.
	Provost, deans, faculty senate
	
	2018-2019 AY
	High, Long
	X
	X
	

	B. Professional development – Quantitative measures indicate that only 45% of respondents agree that they are encouraged to prepare for promotional opportunities (p.32).  Qualitative results also indicated that “lack of professional development” was a major concern (p. 2&3).

C. Diversity in Leadership

D. Terminations During Probationary Status


	Policies and practices could be adopted to help promote professional development.  These include:

· Supervisors could be encouraged through HR to more universally provide time for faculty/staff to pursue another degree or professional development opportunities. Rationale: A climate of professional development is healthy for the institution and UofL should be heavily developing faculty/staff even if they choose not to stay here.  Some departments are currently flexible with staff pursing a second degree/certificate, and other departments are not flexible which makes pursuing a degree very difficult.
	Policy and practice changes would not require much funding.


	Provost, deans, dept. chairs, HR
	Future Campus Climate Surveys should reflect changes in the value and availability of professional development.
	2018-2019 and 2019-2020 AYs
	Mid, Short
	X
	X
	X

	
	· Create professional development trainings through HR that go beyond supervisor and managerial training, but which help employees with upward mobility (e.g. resume/CV development, how to make career changes, etc.)
· Develop and Implement a leadership development for diverse 
· The current probationary policy for new hires is inadequate; employees can be terminated without cause in the first six months of hire, “without specific reasons and without the right of appeal (unless there is a claim of unlawful discrimination)” (UofL-HR website).  An independent review committee should be established to ensure employees have been notified of problem areas, have had ample opportunity address areas that need improvement, and that no biases exist before being terminated.  

· Create a truly independent and effective Ombudsmen system

· Exit interviews, potentially by an outside vendor, should be strongly encouraged of all employees leaving the institution to find out why employees leave. 


	Funding for professional development opportunities.
Funding will be required to administer the program
Staff time

Funding for Independent Ombuds system
Staff time


	HR
President, Provost, HR

HR, President, Provost, Deans

HR, President, Provost

HR, President, Provost
	Number of employees who participate in trainings.

Number of participants who complete the program and are prepared to enter leadership positions.

New employees will be given a fair chance, and the perception of bias or discrimination will be decreased.  

Creation of Independent Ombuds system.  Future Campus Climate Surveys reflect increase of employees feeling valued and involved in decisions.

Exit interviews are universally used and aggregate data reported 
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