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Goal 1: To create a climate which embodies and promotes greater gender equity and inclusion, which promotes wellness and in which hostility is decreased.

Strategy 1:  Institute measures of accountability and recognition to measure and make transparent inclusiveness of all units on campus


Actions:

a. Assess climate for degree to which it is free of gender and racial bias
b. Conduct yearly analysis of the workforce for statistical representation

c. Establish annual hiring goals consistent with identified areas of under-utilization
d. Conduct exit interviews to understand whether reasons for leaving employment had anything to do with climate as it pertains to inclusiveness
e. Develop ways to promote from within without undermining equity principles

f. Include diversity accomplishments in employee review process

g. Ensure that search committees make hiring decisions in a manner that appropriately reduces under-utilization in the particular discipline or job category
Strategy 2:  Recruit and retain employees from under-represented groups
Actions:

a. Develop and implement a formal recruitment program (for post-docs, fellowships, grow your own, exchanges, networks) that targets under-represented populations

b. Advertise all positions in-house including temporary, part-time, assistantship, per-course, and volunteer positions for a minimum of 10 days prior to seeking outside candidates

c. Train search committees on avoiding subtle sources of bias

d. Create and implement a multifaceted mentoring program in all divisions for teaching, research, and service positions

e. Improve public transportation between Providence and the Kingston campus to include greater frequency and a better match with needs of current and prospective users.

f. Identification and dissemination of hiring goals by EEO category

g. Completion of a workforce analysis on an annual basis detailing areas of underutilization

h. Pilot program resulting in at least 1 faculty exchange, 2 post docs, and 1 dissertation year fellowship that brings members of under-represented groups to the campus. 

i. Re-allocate funds to support alternative approaches to recruitment 

Strategy 3:  Ensure that all members of the community are treated with dignity and respect.

Actions:

a. Create and disseminate Cornerstones for Civility for university employees

b. Educate the community to improve cultural competence and civility; address appropriate standards of conduct 

c. Ensure that input is sought from staff regarding processes that affect their work (example: user groups for PeopleSoft)

Strategy 4:  Ensure that all campus environments, including facilities, are conducive to safety, health and well-being.


Actions:

a. Improve enforcement of harassment policies

b. Initiate advisory committee that is chaired by and includes environmental scientists to review the health monitoring system for URI buildings, recommend any improvements needed, ensure they are measured, and communicate the results

c. Follow up on responses to the possible cancer cluster in Chafee Building

d. Improve transportation to and from University Village

e. Improve snow, ice, and leaf removal

Metrics:

· Climate survey results indicate progress on the areas above.

· Data on promotion, retention (employee and student), hiring, salary, sabbaticals for under-represented populations show improvements 
· Underutilization statistics (compiled by Affirmative Action) show improvement 

· Percentage of University employees from under-represented groups who are promoted is growing

· Percentage of qualified applicants in applicant pools will be increasingly consistent with availability data for specific positions

· Increased partnerships with professional organization minority interest groups, associations, and networks

· At least 20% of new hires in upper administration will be filled by individuals from under-represented groups

· All campus facilities meet health and safety standards as recommended by a committee that includes environmental scientists
· 15% decrease in the number of claims filed over a three year period for worker's compensation due to snow and ice conditions; and 15% decrease over three year period in the number of employees whose worker's compensation claims indicate an absence from work of one or more days due to injury caused by snow and ice conditions.
Goal 2: To foster an environment that is accommodating to families and workers’ lives off the job, and supports all lifestyles and all life stages.


Strategy 1: Promote and disseminate work/life policies and practices.
Actions:

a. Establish a work/life center

b. Promote the parental leave policy and advocate the policy for all staff 

c. Organize events that promote thought about work/life issues (Honors Colloquium; half day conference)

d. Promote work/life issues at new employee orientation

e. Investigate grant and foundation funding for work/life programs and services 

Strategy 2: Create a policy for flexible work schedules and work leaves

Action:
Research best practices and write a policy

Strategy 3: Establish and promote official dual career guidelines, which work in concert with Affirmative Action goals for hiring of individuals from under-represented groups
Actions:
a.
Work with ADVANCE on guidelines

a. Promote guidelines with all Chairs and Deans, search committees, and on University web sites


Strategy 4: Provide affordable quality child care for infants, toddlers, and pre-school children 
Action:

a. Partner with Department of Human Development to establish a child care center for 100 children on URI land, built by an outside vendor


Strategy 5: Promote outside funding for child care for eligible students 
Action:

a.
Work with One Rhode Island to secure state funding


Strategy 6: Bring the campus into compliance with State law regarding 

lactation spaces on campus
Action:

a.
Establish appropriate lactation spaces on campus

Strategy 7:  Benchmark where we are to date
Actions:

a.
Evaluate use of parental leave policy

b. Conduct focus groups on flexible work schedules

c. Conduct focus groups on needs of new parents and employees about to become parents

d. Initiate self-study regarding their own effectiveness by key departments such as Human Resources, Affirmative Action, Women’s Center

Metrics:

· Work/life center, child care center and appropriate lactation spaces are established and used

· Policies are in place for parental leave, flexible work schedule and work leave, and dual careers; staff and faculty demonstrate knowledge of the work/life policies; and the policies are used

· Staff survey indicates knowledge of work life policies

· Staff survey indicates increasing satisfaction with work life support
· State funding is secured to supplement students’ child care expenses

Goal 3: To lead a unified coalition of campus diversity and equity initiatives to advance issues of equity.
Strategy 1: Collaborate with other equity committees (PCSPC, Harassment, Affirmative Action), other campus diversity committees, and ADVANCE
Action:

a. Establish equity coalition

Strategy 2: Integrate ADVANCE more fully with PCOSW

Action:

a.
Representatives of ADVANCE and PCOSW, and ADVANCE’s program director, attend each others’ meetings

Strategy 3: Obtain resources (office space, budget, support staff) for PCOSW and other equity committees (Affirmative Action, Harassment, PCSPC) 

Metrics:

· Equity coalition is operating

· Common space and resources for equity coalition have been established

· Several functions of ADVANCE have been merged into PCOSW

Goal 4:  To improve PCOSW’s use of effective strategies for advancing its work

Strategy 1:  Make strategic use of regular data reports from URI groups such as IR, HR, ADVANCE, and Affirmative Action, which this work requires.
Actions:

a.
Establish subcommittee to generate statement of our data needs and work with appropriate groups such as IR, HR, ADVANCE

b.
Obtain, analyze, use and archive data reports

b. Issue biennial assessment reports on campus progress toward equity

Strategy 2: Ensure that input by PCOSW is both sought by and provided to key University-wide committees such as JSPC, SEDA, Campus Master Plan Review Team, and the strategic planning process. 


Action:

a.
PCOSW reviews minutes of relevant committees and responds as warranted

Strategy 3: Maintain a strong relationship with the University President and Provost
Actions:

a.
Meet at least twice a year

b.
Submit annual reports

c.
Submit strategic plans every three years, with annual review and adjustment

c. Maintain continuing communication

Metrics:

· Data are put to use by PCOSW

· PCOSW has input into key committees

· Communication with President and Provost occurs regularly

