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SUNY BOARD OF TRUSTEES
RESOLUTION

« Campus Climate Report Card

» Cultural competency training for campus senior
leadership teams, faculty and staff

- Dual career couple relocation and cluster hiring
initiatives

» Cross-campus mentoring network being piloted

- CDO required on every campus

» SUNY Provost and CDO will convene faculty
researchers to support SUNY network of CDOs
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Source: IPEDS 2013 Fall Staff. Totals may differ
slightly from internal reporting due to IPEDS
data definitions.
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ALL STAFF : RACE/ETHNICITY
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Attachment 2: Data Summary and Detail Tables - Buffalo Univ -~
Faculty Trends, with Diversity and Student Faculty Ratios Excels

4-Year Plan Plan

=l Fall e nzom| Fal el Fall b cent| Fall Fall
TABLE 6 2009 | 2010 2012 | 2013 | 2014 |pereent) Jeb | oe
Faculty Headcount
Faculty Total 2767 | 2.233 | 2.230 | 2.329 | 2.389 | 2417 | 5.7% | 2.484 | 2.529
Full-Time 1,554 1,535 1,537 1,537 1,610 1626 4.5 1673 | Li0s
Part-Time 733 35 533 737 773 783 76 511 526
Campus  Full-time 67.9% | 6B.7% | 68.9% | 660 | 67.4% | 67.4% | 5.7% | 67.4% | 67.4x%
Siacpor 5 Fal-tima R R R fo s 8585 - - - -

Faculty and Student FTEs

[EETImated I acuit
ITTE #7317 1798 | 1.768 | 1.766 | 1.801 | 1870 | 1.8m 4.0 | 1943 | 1379

FoRTE

Student FTE (Fall semester) 26,588 | 26,223 25,514 26177 27.133 26,741 2.3 27533 | 28.6W1
L-AMPUS STUTETT SCWTTE T4 g 14.8 14.6 14.5 14.5 14.1 —1.63¢ 14.4 14.5
Siavaor Steadannlacode £ TE Baks e =i e i) Ha - iy - -
RacelEthnicity
Full-Time Faculty Total 1,554 1,535 1.537 1.537 1.610 1628 3.6%
‘w'hite Mon-Hizpanic 1.143 1126 1137 1140 1,184 1192 36
All Minorities 3049 314 313 345 354 346 14 62
Black Mon-Hispanic E7 [=11] o5 o5 S0 46 =254
Hizpanic 23 28 kil 30 30 25 3.4
AzianiPacific lslander 205 215 216 252 265 263 23,3
Mative Americantflaskan T 3 3 T T T 0.0 Data provided fFor
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e 104 99 97 93 89 83 4.4 Mo goals
Mon-Flesident Alien 02 a3 &7 &1 72 a0 -23.d% requested.
Urknown n] 2 0 1 n] n] -
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'I:_E'I'Iﬂ:l_u_s - OnasIrepresentea T 6 6 6 62 [ 7.4
e PSR P - P - P - -F B
Gender
Full-Time F aculty Total 1,554 1,535 1.537 1.537 1.610 1628 4 8 1,673 1,703
Male 103z 1.005 1.005 1.003 1.037 1.044 123 1.050 1.052
Female 522 527 532 534 573 534 .95 623 B51
Campus > Male ] i BB 655 655 it 6> 4 8 B33 625
S 7 Waks &85 - Sufar - s - - - -
Campus ¥ Female 343 3434 35 35 3624 362 4 8~ I 38
Sahor K Famaka ey - T - TR - - - -

Underrepresented Minorities includes Black, Hispanic, Mative Smericantflaskan, and Twao or Mare Races.

Source: IPEDSHR Survey



4-Year Plan Plan
Fall Fall e wzon| Fal Fall Fall b rcent |  Fall Fall
TABLE 7 2009 | 2010 2012 | 2013 | 2014 |pereent FaC | o
Staff Headcount
Staff Total 4,755 | 4,062 | 4.064 | 4.208 | 4.250 | 4.260 | 0.1 | 4.378 | 4,457
Full-Time 2.7 2577 2,583 2,743 2767 2.8 2.2 2,858 2.910
Part-Time 1.534 1485 1.4E1 1465 1483 1473 -3.6% 1.520 1547
Campus ¥ Full-time 63 93~ 63 43 63.65 65 23 65 13« - - 65 3> 6533
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RacelEthnicity
Full-Time Staff Total 2. 721 25977 2.583 2. a3 2. 76T 2. 781 2.2
bhite Non-Hispanic 2373 2.252 2.288 2.407 2.440 2.440 2.8
All Minorities 316 297 283 324 317 328 3.8
Black Mon-Hizpanic 205 130 176 207 204 208 1.5
Hizpanic 42 aT ar 1 38 a8 -3.52;
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Gender
Full-Time Staff Total 2721 | 2577 | 2583 | 2743 | 2767 | 2781 | 2.2% | 4.378 | 4.45¢7
Male 1277 | 1212 1215 1,301 137 | 1335 4.5 Z0z | 2140
Female 1,444 1,365 1,365 1,442 1,450 1,445 0.1% 2276 | 2317
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"Underrepresentad Minarities includes Black, Hispanic, Mative American'8laskan, and Two or More Faces.

Source: IPEDS HR Survey




The Pipeline is Actually a Funnel

Women in Academic Medicine
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How to Recognize and Address Unconscious Bias (Daisy Grewal, Manwai Candy Ku, Sabine C. Girod, and Hannah Valantine), 2013.

advancing health worldwide ™ —
Office of Diversity and Outreach

with diversity, equity and inclusion



Unconscious Bias

« National Academy of Science (2006)

— Greatest barrier to achieving gender equity in
STEMM is systematic bias, frequently unconscious

« NSF (2007), Office of Research on
Women’s Health (2007), NIH (2008)

— Institutional transformation -- changing attitudes
and behaviors -- required to ensure equal
opportunities

» AAAS (2007) - “bias literacy” is prerequisite to
action

advancing health worldwide™

with diversity, equity and inclusion Office of Diversity and Outreach




HOW CAN CHAIRS BE DIVERSITY
CHANGE AGENTS?

Searches

Use Competency-based search questions

Include as a criterion of employment for all candidates
cultural competency

Schedule meetings during the work day that do not bleed
over into family time

Set clear and explicit expectations for departmental civility
that address the treatment of both faculty and staff

Train your faculty to engage successful in “difficult
conversations” with both peers and students

Create pipelines (post-docs, fellowships, etc.) into faculty
positions in your department

DATA! DATA!I DATA! Work with the Office of Equity, Diversity
and Inclusion to understand the “Big Picture” in your field

Investigate diversity initiatives promoted by profession
organizations in your discipline



HOW CAN CHAIRS BE DIVERSITY
CHANGE AGENTS?

Retention

« Encourage fransparency and share information equally
Foster a supportive and welcoming environment
Provide opportunities for mentoring

Visibly and audibly message the value of diverse
contributions

Support the career development of new and pre-tenure
faculty

» Use faculty development resources on campus
« Support flexible policies and practices
- Talk to your faculty to identify barriers



