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	Section I -- Equal opportunity and affirmative action policies for minorities, women and persons age 40 and over [41C.F.R. § 60-1, 41C.F.R. § 60-2] 
	Section III - Summary of statements and laws which support University equal opportunity and affirmative action policies for minorities, women, and persons age 40 and over, and individuals with disabilities, Vietnam-era veterans, other eligible veterans, and veterans with disabilities. [41 C.F.R. § 60-1, 41 C.F.R. § 60-2, 41 C.F.R. § 60-741, 41 C.F.R. § 60-250]
	EOO and the Vice Provost for Diversity continue to develop methods for improved faculty recruitment and retention.  Additionally, the University created and hired for the position of Associate Vice Provost for Faculty Advancement.  The primary mission of this position is to help develop a recruitment and retention strategy to diversify the faculty.
	F. Identification of Problem Areas for Persons with Disabilities, Vietnam-era Veterans and Disabled Veterans
	Section VI -- Action Oriented Programs and Corrective Actions [41 C.F.R. § 60-2.17] 
	A. Affirmative Action Updates and Goal Information Dissemination [41 C.F.R. § 60-2.17]
	B. Affirmative Action Recruiting and Referral [41 C.F.R. § 60-2.17.5(d)]
	C. Identification of Corrective Actions [41 C.F.R. § 60-2.17(c)] 
	 Working with OMA/D to develop systemic plans and strategies to address student, faculty and staff recruitment and retention, climate, curriculum and other aspects of diversity.  To help recruit and retain a diverse faculty, the University created and then hired for the position of Associate Vice Provost for Faculty Advancement.  Human Resources created and then hired for the position of Diversity Specialist to focus on staff diversity issues.
	 
	b. Business Diversity Program   
	25 small businesses were showcased in a vendor fair sponsored by the University’s Business Division Program.  In an effort to provide opportunities to small businesses, especially those owned by minorities and women to compete for a portion of the $1.8 billion that the University spends annually on goods and services.
	c. Faculty Diversity Initiative 
	The Assistant Vice Provost for Equal Opportunity informs the department chairperson that it is the department’s responsibility to make good faith efforts to meet affirmative action goals and ensuring equal opportunity throughout the recruitment and hiring process.  Department hiring officials know good faith efforts include adhering to UW equal opportunity policy in all employment related procedures such as openly posting positions and inviting applications from women, minorities, persons with disabilities and all eligible veterans.  Hiring officials have access to the online “Guidelines for Pre-employment Inquiries.”  Hiring officials send all applicants a request for voluntary affirmative action information with an enclosed letter, notifying applicants of the University’s affirmative action program.  Hiring officials must complete the applicant flow reports and provide reasonable accommodation to applicants with disabilities. 
	d. Diversity Research Institute   
	The Institute was created through a grant from the office of the Provost’s Fund for Innovation and Design.  The Institute’s goals are to create and support scholars at the University of Washington and to generate new, interdisciplinary knowledge about diversity and institutional transformation.  It aims to complement diversity research at existing centers, link their efforts and support their work.  In fall 2006, the Institute held a two-day conference titled:  “Place Matters:  Seeking Equity in a Diverse Society.”
	e. Distinguished Teaching Awards 
	OMA/D, Undergraduate Admissions, Undergraduate Education, and several colleges and schools that manage K-12 outreach programs work together in presenting programs to K-12 schools and students.  The K-12 Resource Guide is available on the University of Washington website.  The goal is to assess progress and establish an ongoing communications link with students and parents as the University builds a seamless pathway to the University of Washington.
	Early fall, the UW Alumni Association holds a Bridging the Gap Diversity Breakfast.  This event is a celebration of diversity in which all UW staff, faculty, alumni and students are invited.  
	k. University of Washington Faculty Senate Council on Multicultural Affairs 
	The Faculty Senate Committee on Minority Faculty Affairs reviews the status of minority faculty and proposes measures to correct inequities by: providing a written annual report to the Faculty Senate containing statistical data on the status of minority faculty, including facts and trends in hiring, promotion and retention; proposing measures for improving the status of minority faculty, including employment issues, climate issues, and other issues and concerns that may arise; and promoting equitable treatment of minority faculty by defining and implementing solutions, in its role as a consultative body to the Faculty Council on Faculty Affairs.
	l. Special Volunteer Efforts 
	m. Staff Prevention of Sexual Harassment Training  
	As part of its ongoing commitment to a workplace free from discrimination and harassment, new University employees attend a Prevention of Sexual Harassment Training taught by the Assistant Vice Provost for Equal Opportunity and the University Ombudsman for Sexual Harassment.  In 2005, approximately 1323 new employees attended the Prevention of Sexual Harassment Training.  The training covers the history of discrimination laws and regulations, and includes a review of the University complaint resolution policy and procedure.  Additional Prevention of Sexual Harassment training is offered as well for new employees at the UW Medical Center and Harborview.






