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1.  UA Diversity Strategy Goals 

 Expand staff understanding and appreciation of diversity and inclusion. 

 Increase staff commitment to engaging in inclusive behaviors. 

 Enhance staff effectiveness when working with diverse constituencies.  
 

2.  Progress to Date (June 2014-present): 

 Diversity and Inclusion Survey:  Created in collaboration with the VP for Diversity office, the 
voluntary and anonymous survey was administered to all UA staff in fall 2014. The survey achieved 
a 72% return rate. 

o Key findings included issues associated with job-related and social identities; specifically, age, 
gender, and job function/level.   

o Findings were shared with division leadership, presented at a division-wide meeting, and 
communicated via email. 

 

 Diversity and Inclusion Committee:  The D & I Committee is comprised of staff who represent a 
cross-section of the division. They met bimonthly for the first three years, either as a large group or 
in subcommittees, to explore findings from the D & I Survey, develop recommendations for division 
leadership, and implement changes. To date, they have achieved the following: 

o Formalized new recruitment practices to further diversify candidate pools. 
o Job descriptions must include a diversity-related preferred qualification. 
o Search committees must be comprised of diverse staff and/or allies. 
o Search committees must ask a diversity-related question during semi-finalist interviews. 

o Instituted annual UA career information sessions for CSU students from diverse backgrounds 
(e.g., Phone-a-thon students, student athletes) to expand talent pipeline. 

o Infused diversity and inclusion behaviors into the existing list of UA Professional 
Competencies that inform the annual performance evaluation.  

o Incorporated diversity topics into UA professional development programs (e.g., Onboarding 
Program, Brown Bag Series, and Division Retreat). 

o Met with units to discuss diversity and inclusion as it relates to their team and group 
processes (e.g., leading inclusive meetings).  

 

 Diversity and Inclusion Training:   
o More than 70% of division staff have participated in voluntary diversity and inclusion trainings 

sponsored by UA. To date, three trainings have been offered and UA plans to offer one every 
summer.  

o Seven staff have completed the “Creating Inclusive Excellence Certificate” offered by the VP 
for Diversity office. 

o The D & I Committee members participated in additional trainings to deepen their expertise 
(e.g., “Unconscious Bias,” How to Run Inclusive Meetings,” and “Workplace Bullying”). 

 
3.  Next Steps 

 Track recruitment and hiring outcomes (specifically, gender and race) and compare to past 
benchmarks.  

 Explore options for flexible work arrangements to support staff whose caregiving roles and other 
life circumstances necessitate this accommodation.  



 Re-administer Diversity and Inclusion Survey in fall 2017 and compare findings to 2014 survey 
results.  

 
4. Impact on the Division 

Results from the CSU Employee Climate Survey (administered fall 2016) show significant differences 
between UA staff and non-UA staff perceptions of their work environment (below percentages are based 
on “strongly agree” responses): 

 Safety (CSU Total: 50.5%; UA: 61.5%) 

 Supports Gender Identity (CSU Total: 33.4%; UA: 41%) 

 Accommodates People with Disabilities (CSU Total: 40.2%; UA: 41%) 

 Not Homophobic (CSU Total: 54.2%; UA: 64.1%) 

 Not Sexist (CSU Total: 46.1%; UA: 51.3%) 

 Not Racist (CSU Total: 56.2%; UA: 64.1%) 
 

A longitudinal analysis showed positive increases among UA staff in relation to their experiences working 
within University Advancement:  

 Encourages discussion related to diversity (2014: 46.4%; 2016: 75%) 

 Provides employees with a positive work experience (2014: 60.7%; 2016: 87.2%) 

 Retains diverse employees (2014: 53.6%; 2016: 70.6%) 

 Improves the campus climate for all employees (2014: 60.7%; 2016: 71.8%) 

 Recruits employees from a diverse set of backgrounds (2014: 57.1%; 2016: 64.9%) 

 Creates a supportive environment for all employees from diverse backgrounds (2014: 71.4%; 2016: 
78.9%). 

 
5.  Critical Success Factors 

 VP-level leadership to spearhead the initiative and a dedicated staff member responsible for 

coordinating and implementing the strategy. 

 Internal communication plan to roll out initiative and subsequent recommendations. 

 Support from the VP for Diversity office to serve in a consultative role when opportunities and 

challenges arose. 

 Outsourcing diversity training for staff (Dr. Kathy Obear and the VP for Diversity office facilitated UA 

trainings) and ensuring such trainings are voluntary but strongly encouraged.  

 Benchmarking (i.e., diversity survey data, employee demographics, campus climate survey) to identify 

key issues facing the division and track progress to goal.  

 Convening a representative Diversity and Inclusion Committee to further explore issues and develop 

recommendations.  

 Quarterly follow-up with division staff on progress of D & I initiatives and sustained transparent 

communication practices. 

 Budget to support trainings and participation in diversity conferences (e.g., CASE Conference on 

Diverse Philanthropy and Leadership, Social Justice Training Institute).  

 

 

For more information, please contact Alexis Kanda-Olmstead, Managing Director of Talent Management, 

Training & Support, at Alexis.Kanda-Olmstead@Colostate.Edu.  
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