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SUMMARY OF PROBLEMS 

 

 The UW Tacoma Climate Survey Faculty Implementation Plan Team identified 

a total of 16 major problems affecting the experiences of tenure and non-tenure 

track faculty on our campus including: Unreported sexual harassment with 100% of 

cases not reported; unwanted sexual experiences, exclusionary, intimidating, 

offensive, and/or hostile conduct; under-reporting of exclusionary behavior due to 

fear; lack of formalized mentoring programs in schools; lack of institutional trust 

(prevents reporting of hostile, intimidating and exclusionary behaviors); racist 

policies, practices, behaviors; biases in hiring practices (including unjust hiring 

practices); non-tenure track faculty are fearful of speaking up due to fears of 

retaliation or retribution; low representation of BIPOC faculty on Executive Council; 

nearly half of academic personnel (48%) considered leaving UW Tacoma (in 2018); 

lack of support for BIPOC faculty; unjust promotion and tenure practices;  

employment-related disciplinary actions; negative workplace climate; and an 

underutilized and ineffective Bias Incident Reporting System.  Details regarding 

seven (7) of the delineated problems are discussed in this narrative report. 

However, it is important to note that the sixteen (16) identified problems are not 

the only climate problems encountered by faculty at UWT.  Sexual misconduct in 

the work place is a serious problem, as demonstrated by the exponential growth in 
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#METOO allegations of sexual harassment and assault. Higher education is not 

immune to these broader trends. In 2018 the Equal Opportunity Commission 

(EEOC) reported that in 2018 sexual harassment complaints rose 13.6 percent over 

the previous year.  

What is sexual harassment? Sexual harassment can be unwelcome sexual 

advances, requests for sexual favors, and other verbal or physical conduct of a 

sexual nature that explicitly or implicitly affect an individuals’ employment 

experience. These acts can also rise to the level of sexual harassment when they 

unreasonably interfere with an individual’s work performance or create a hostile or 

offensive work environment. Sexual harassment is a form of sexual discrimination 

that violates Title VII of the Civil Rights Act of 1964. Title VII applies to employers 

with 15 or more employees. Some state laws provide such protection to individuals 

in work places with fewer employees. Federal courts and agencies have recognized 

that existing discrimination bans also prohibit discrimination based on sexual 

orientation and gender identity. Findings from a 2015 survey by the Association of 

American Universities revealed that graduate and professional students are very 

vulnerable to sexual harassment from faculty within university programs; female 

graduate students who experienced sexual harassment stated that the offender 

was a teacher or graduate advisor. Title IX of the Education Amendments of 1972 

prohibits discrimination on the basis of sex at education institutions. Title IX is 
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applicable to education programs or activities that receive financial assistance 

(“recipients”) and specifically prohibits discrimination on the basis of sex, including 

sexual harassment. Until August 14, 2020 there have been no binding federal 

regulations related to sexual harassment under Title IX, only administrative 

guidance issued by the U.S. Department of Education’s (DOE’s) Office for Civil 

Rights. The University of Washington Tacoma is not immune to the problem of 

sexual harassment. Several examples of participant’s responses from qualitative 

data are provided to elucidate the selected problems discussed in this section of 

our report. 

Unreported Sexual Harassment is a problem that exists in all schools at 

UWT. One hundred (100) percent of the cases are not reported. (Rankin & 

Associates, Consulting, 2020). One theme that emerged explaining none reporting 

of sexual harassment is Lack of Trust. One respondent shared, “Because no one 

believes you when you report. Been there, done that. Tired of expending my 

energy. I know who does what and I warn others about them.” Another respondent 

added, “Nothing happens at UWT when misconduct is reported, especially when the 

perpetrator is a White person in a position of power. I’ve seen it happen too many 

times and didn’t waste my energy.” Other respondents noted, “Because when I 

spoke to administrators, they blew it off. One literally made a joke about it to my 

face.” “This person has been reported before by many people and nothing has 
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happened,” and “The person doing this has been reported and investigated for 

sexual harassment several times over the years. Don’t feel that reporting it again 

will do any good.” The direct quotes from respondents correlate with responses 

from UWT administrators and deans during individual in-depth interviews when 

questioned about what they were doing to address sexual harassment; none of 

these leaders had a plan to address this problem. Their response was to 

recommend that faculty, students, and staff file a Bias Incident Report and/request 

a UCIRO investigation.  Reporting outside UW Tacoma provides legal recourse as 

well as support and a buffer for faculty, students, and staff who experience sexual 

harassment and do not trust the current internal system to address this ongoing 

problem.  

Unwanted Sexual Experiences was another identified problem. Rankin and 

Associates (2019), defined “unwanted sexual experiences” as “[u]unwelcomed 

touching of a sexual nature that includes fondling (any intentional sexual touching, 

however slight, with any object without consent); rape; sexual assault (including 

oral, anal, or vaginal penetration with a body part or an object); use of alcohol or 

other drugs to incapacitate; gang rape; and sexual harassment involving physical 

contact.” Eight percent of respondents reported that they had experienced 

unwanted sexual contact/conduct including 6% reporting sexual harassment (i.e. 

unwelcome comments, jokes, innuendos, remarks about personal appearance, 
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pressure to engage in sexual activity, or unwanted requests for dates); 2% 

experienced stalking (i.e., following me, on social media, texting, phone calls); 2% 

unwanted touching; 1% relationship violence (i.e., verbal, emotional, or  

physical abuse by a dating or intimate partner), 1% unwanted sexual contact 

without penetration; 

and less than 1% unwanted sexual contact that included penetration (i.e., oral, 

vaginal, or anal) while a member of the UW Tacoma community. 

Exclusionary, Intimidating, Offensive, and/or Hostile Conduct were 

experienced by 39% of Academic Personnel. A higher percentage of 

Underrepresented Minority respondents (35%) than White/European American 

respondents (10%) experienced exclusionary, intimidating, offensive, and/or hostile 

conduct based on their racial identity. The principal factors that predicted the 

experience of exclusionary, intimidating, offensive, and/or hostile conduct by 

Academic Personnel was position status, gender/gender identity, and racial identity. 

Under-Reporting of Exclusionary Behavior Due to Fear is another 

problem. One theme emerged from non-tenure track faculty is fear. “The person(s) 

involved are tenured, whereas I am not. There were several witnesses present in 

the meeting, but I did not feel comfortable advocating for myself for fear of 

retribution. I was embarrassed and had wished that I did not speak up/become 

emotional,” Other non-tenure track faculty explained reasons for under-reporting 
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as “[concern over the] impact it would have on future things like course scheduling 

and assignments, yearly faculty evaluations, and promotion,” and “because the 

political ramifications are too great. Lecturers are subject to every other faculty who 

out-ranks them.” Other respondents added, “Fear of retaliation, of not wanting to 

seem like a ‘troublemaker,’ and “Fear of retribution and sense that it would not 

change anything.” The fear theme also emerged for tenure track faculty. One 

respondent shared, “I was concerned that I did not have the resources to follow 

through on the arduous process of filing a report and was worried about 

retribution from my senior colleagues/supervisor. I had ZERO confidence that the 

institution would do anything other than attempt to avoid a lawsuit and it actually 

cares little about equity or hostile climate.” Another tenure track respondent added, 

“I felt that my job or a friend’s job who also works for the university would be in 

jeopardy.” Other respondents included, “fear of retaliation,” “I felt scared I will be 

persecuted as discussion was on lack of qualification of new leadership,” and “In 

one incident, I was a target of verbal attack from a female student in my class 

multiple times. I found I was so vulnerable as a faculty member because it was risky 

to confront her directly in class, as I was worried about the potential outcome of 

distancing a bigger group of students and was concerned about my teaching eval 

score.” 
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Lack of Formalized Mentoring Program in Schools also surfaced in our 

work. Although mentoring programs exist in some schools, UW Tacoma has never 

developed and implemented a campus-wide mentoring system. Mentoring 

continues to be a “buzzword” in higher education. Mentoring of junior faculty by 

senior faculty is not new (Luna & Cullen, 1995). In fact many universities have had 

mentoring programs since the 1960s. Mentoring programs benefit faculty and their 

institutions. Mentoring resonates among Black, Indigenous, and other faculty of 

color and women who tend to be excluded from interpersonal means of career 

development in the academy. It is important to articulate the program goals, 

benefits, and direct outcomes when a formalized campus-wide mentoring program 

is developed and implemented at UW Tacoma (see action item per implementation 

plan). It is very important to have an evaluation component to determine the extent 

to which the program is achieving its goals and assess whether any changes are 

necessary to enhance it. 

Biases in Hiring Practices (Including Unjust Hiring Practices) were 

reported by faculty. “Specifically, on a hiring committee I saw a perfectly viable, 

experienced candidate of color who was trained internationally get passed over in 

favor of a white person with little 

experience, but who was ‘hip’ with new ideas in pedagogy.” “Faculty members have 

said things 
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like, ‘we will not welcome her’ about a Latinx candidate that was the top choice of 

the committee. In another meeting when a black male candidate was top choice a 

known racist colleague asked ‘so what are we doing now picking a color out of the 

crayon box’ to make hiring decisions. Although most faculty members are white, 

this person asked, ‘what about people like me? ’other respondents added, “I was on 

a hiring committee once where the chair disqualified the candidate as ‘too urban 

for us.’ Do I need to specify that the highly qualified candidate was African 

American? In another instance I have also seen in email hostile remarks targeting 

the spouse of a person of color at UWT,” As noted by another respondent, “Hiring 

practices tend to be biased and not based on consistent and objective practices. For 

example, there have been numerous white individuals hired who’s educational and 

employment experiences are not comparable to individuals of color. However, the 

white individuals are the ones hired. Often white individuals are hired because they 

are friends of some administrator.” Another comment was, “I was present when 

two faculty members ‘negotiated’ the expressed racial/ethnic identity of a candidate 

based on their language proficiency. This was highly distressing.”  

Low Representation of BIPOC Faculty on Faculty Assembly Executive 

Council is a problem that was discussed with the Chair of Faculty Assembly, Dr. 

Sarah Hampson and Vice Chair of Faculty Assembly, Dr. Turan Kayaoglu during 

their in-depth interview with our team on March 18, 2021. One recommendation 
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from the team was for the Chair and Vice Chair make personal appeals directly to 

BIPOC faculty in each School to encourage their participation in the FA Executive 

Council. The Chair and Vice Chair have already started to visit each UWT School and 

reach out to BIPOC faculty. 

 

METHODOLOGY 

 Several methods were utilized to develop the implementation plan for 

faculty. For example review and secondary data analysis of the following: (1) UW 

Tacoma Assessment of Climate for Learning, Living, and Working Final Report, (2) 

UW Tacoma Diversity Fellows Statement, (3) UW Tacoma Academic Affairs 

Summary, (4) UW Tacoma Individual Reports from Seven Schools, and (5) 2018-19 & 

2019-20 Faculty Assembly DEI School/Unit Reports Submitted by Executive Council 

Representatives.  

 Additional data were collected via in-depth individual interviews with the 

following: Dr. Jill Purdy, Executive Vice Chancellor for Academic Affairs (EVCAA) 

(February 4, 2021); Dr. Divya McMillin, Associate Vice Chancellor for Innovation & 

Global Engagement (March 25, 2021); Dr. Cheryl Greengrove, Associate Vice 

Chancellor for Research & Ms. Lisa Isozaki, Director, Office of Research (January 21, 

2021); Mr. Justin Wadland, Interim Director, Library (January 26, 2021); Dr. Bonnie 

Becker, Associate Vice Chancellor for Student Success and Ms. Amanda Figueroa, 
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Senior Director, Student Transition Program (February 18, 2021); Ms. Casey Byrne, 

Director of Academic Personnel (February 9, 2021); Dr. K. Rachel Endo, Dean, School 

of Education (March 9, 2021); Dr. Rajendra Katti, Dean, School of Engineering & 

Technology (March 16, 2021); Dr. Anne Bartlett, Dean, School of Interdisciplinary 

Arts & Sciences (March 4, 2021);  Dr. Ingrid Walker, Associate Dean for Student 

Support & Curriculum and Dr. Jeremy Davis, Associate Dean for Faculty 

Development and Academic Initiatives (March 23, 2021); Dr. Atlaf Merchant, Dean, 

Milgard School of Business (February 16, 2021); Dr. Zoe Barsness, Associate Dean 

for Academic Affairs & Dr. Stephen Norman, Associate Dean for Administrative 

Initiatives, Milgard School of Business; Dr. Sharon Fought, Dean, School of Nursing 

& Healthcare Leadership (February 2, 2021); Dr. Marcie Lazzari, Acting Dean and Dr. 

Jeffrey Cohen, Acting Dean of Finance and Operations, School of Social Work & 

Criminal Justice (March 16, 2021); Dr. Ali Modarres, Dean, School of Urban Studies 

(February 25, 2021); Dr. Diana Falco, Co-Chair, Non Tenure Track Faculty (March 18, 

2021); Faculty of Color: Dr. Sonia De La Cruz, Dr. Kenneth Cruz, Ms. Tanya Velaquez, 

Dr. Ariana Ochoa Camacho, Dr. Janelle Hawes, Maria-Tania Bandes-Becerra 

Weingarden, Dr. Linda Ishem, Dr. Weichao Yuwen, and Dr. Divya McMillin (March 

25, 2021); Dr. Sarah Hampson, Chair and Dr. Turan Kayaoglu, Vice Chair, UW 

Tacoma Faculty Assembly (March 18, 2021).  Dr. Marian S. Harris and Dr. Anaid 

Yerena also met with campus leaders on May 19th and 20th. 
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 During the interviews several suggestions were made to varied leaders 

regarding DEI that could be implemented prior to release of the Faculty 

Implementation Plan. For example, during our interview with Mr. Justin Wadland, 

Interim Director, UW Tacoma Library, we suggested that he develop a DEI Plan for 

the library and peruse the University of Michigan DEI Plan which is an exemplary 

one. We also suggested to the Co-Chair of Non-Tenure Track Faculty that she reach 

out and inform faculty about the current search for part-time teaching professors 

in the Criminal Justice program and ask them to assist her in recruitment efforts to 

find qualified faculty of color. This suggestion about recruitment of faculty of color 

was also given to the Associate Deans in the Milgard School of Business. Finally, in 

the interview with Dr. Cheryl Greengrove, Associate Vice Chancellor for Research 

and Ms. Lisa Isozaki, Director of Research they reiterated the importance of 

returning summer revenue to schools that is generated by varied schools to fund 

faculty research projects. Dr. Greengrove discussed the dire need of additional 

need of funding for faculty research. Ms. Isozaki expressed the need for a variety of 

scholarship to be valued and supported including the arts and humanities and 

allocation of funding for this type of scholarship.
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RECOMMENDED ACTION ITEMS 

 The UW Tacoma Climate Survey Faculty Implementation Plan Team 

recommend the following action items based on findings from the UW Tacoma 

Assessment of Climate for Learning Living, and Working, review/secondary analysis 

of the UW Tacoma Diversity Fellows Statement, UW Tacoma Climate Survey 

Academic Affairs Summary & Individual School Reports, 18 Individual In-Depth 

Interviews and two meetings with campus leaders: 

Problem #1: Unreported Sexual Harassment 
Recommended Action 

• Outside Legal Expert- Consult with the nation’s largest anti-sexual violence 
organization – RAINN (Rape, Abuse & Incest National Network) – Contact 
Clara Kim, Vice president of Consulting  
Services at clarak@rainn.org. 

• Review Faculty Assembly Bylaws (Faculty are mandated reporters.) 
• Advocate for UW Tacoma faculty to serve on Title IX Steering Committee 

(President appoints committee members.) 
 
Problem #2: Unwanted Sexual Experiences 
Recommended Actions 

• Review existing Best Practices from other institutions to ascertain a model to 
Adapt for UWT (e.g. UW Dean of Social Work). 

• Provide resources for all new faculty (tenure track and non-tenure track) 
during orientation on 
how to address these types of issues. 

• Assure that students are aware of existing resources to address sexual 
harassment 
during new student campus-wide and School-specific orientation. 

• Participate in RAINN Day (annual colloquium for students) website. 
• Recommend Faculty Assembly enact changes to in bylaws addressing sexual 

harassment. 
• Recommend that all syllabi have a statement addressing sexual harassment 

(EVCAA must develop statement). 
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Ø Deans must intermittently review syllabi 
Ø School Administrator will check syllabi 

• Recommend that SafeCampus training be included in new faculty 
orientation. 

• Review awareness and effectiveness of existing resources – SafeCampus. 
• Offer safe spaces on campus for victims to connect and address healing 

(Academic HR). 
• Develop individualized plans for safe spaces in each school. 
• Deans must document actions taken to address allegations of sexual 

harassment coming out of their Schools. 
• Deans must submit an annual report to EVCAA documenting actions taken to 

address sexual harassment that comes out of their Schools. 
• EVCAA must develop a standardized form for all Deans to report sexual 

harassment occurring in their Schools. 
 
Problem #3: Exclusionary, Intimidating, Offensive, and/or Hostile Conduct 
Recommended Actions 

• Review existing by-stander intervention training and make available to 
individual 
Schools/units on campus. An example of training: 
https://www.ihollaback.org/bystander-resources/ 

• Support the Faculty Code revision (currently underway) to address 
disciplinary actions. 
 

Problem #4: Under-Reporting of Exclusionary Behavior Due to Fear 
Recommended Actions 

• Recommend Microaggression Intervention Training for all faculty (includes 
part-time  and full-time faculty) by Dr. Derald Wing Sue (Professor of 
Psychology and Education, Teacher’s College, Columbia University 
derald@tc.columbia.edu). 

• Recommend Implicit Bias Training – Consultant from The Kirwan Institute for 
the Study of Race and Ethnicity, Ohio State University; Home- Kirwan Institute 
for the Study of Race and Ethnicity (osu.edu.) 

• Update Faculty Code addressing retaliation. 
• Recommend compiling and providing a resource list of legal support for 

faculty. 
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Problem #5: Lack of Formalized Mentoring Programs in Schools 
Recommended Action 

• Recommend developing a campus-wide mentoring system for all faculty, 
especially underrepresented faculty. 

 
Problem #6: Lack of Institutional Trust (Prevents reporting of hostile, 
intimidating and exclusionary behaviors) 
Recommended Actions 

• Inform UW President and Provost of activities occurring on campus – have a 
system of reporting out to UWT leaders. 

• The Chancellor must document actions taken to address occurrences of 
hostile, intimidating and exclusionary behaviors. 

• The Chancellor must submit an annual report to the Provost documenting 
actions to address hostile, intimidating and exclusionary behaviors. A copy of 
the report must be submitted to the President of UW. 

• Create a standardized form for reporting incidences of hostile, intimidating 
and exclusionary behaviors that result in lack of trust. 

 
Problem #7: Racist Policies, Practices, Behaviors 
Recommended Actions 

• Recommend Microaggression Intervention Training. An example of an expert 
for this training is Dr. Derald Wing Sue (professor of Psychology and 
Education, Teacher’s College, Columbia University). deralds@tc.columbia,edu. 

• Recommend Implicit Bias Intervention Training by the Kirwan Institute for the 
Study of Race and Ethnicity, Ohio State University: Home –Kirwan Institute for 
the Study of Race and Ethnicity (osu.edu). 

• Recommend antiracism trainings and follow-up with the People’s Institute for 
all Deans and UWT leaders to include the Chancellor. 

• Recommend antiracism trainings by the People’s Institute for faculty and 
staff. To be followed up by USC Race and Equity Institute contractors. 

• Recommend that the Chancellor purchases the Singh, A.A. (2019) – The Racial 
Healing Handbook: Practical Activities to Help You Challenge Privilege, Confront 
Systemic Racism, and Engage in Collective Healing. New Harbinger Publications. 
At least one copy for every School. 

• Recommend that Schools start engaging in the work from the Handbook as 
part of their annual retreat activities and meetings throughout the academic 
year. 
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Problem #8: Biases in Hiring Practices (Including unjust hiring practices) 
Recommended Actions 

• Each School must establish a process for working with and managing internal 
applicants. The process must include communication strategies and timing of 
interviews. 

• Create a Diversity Oversight Committee. Faculty search plans should be 
reviewed by the Diversity Oversight Committee. The principal guiding 
question for the review can be: “How will this hire help facilitate anti-racist 
practices, pedagogy, and DEI work as it relates to recruiting and retaining 
students?” 

• EVCAA should create a standardized DEI hiring plan template for all search 
committees. 

• All Schools/units must develop and submit a specific and acceptable DEI plan 
for hiring. School/unit will not be allowed to move forward with searches 
until the plan is reviewed by the Diversity Oversight Committee. 

• If Schools refuse to develop a specific and acceptable DEI plan for hiring, 
then they will not be allowed to proceed with their search process, and we 
recommend the EVCAA terminate the search process. 

• Recommend that final approval is given by EVCAA as she/he is responsible 
for arresting/stopping searches if no written DEI plan is included. 

• An impartial 3rd party should provide an outside perspective and serve on 
every search committee throughout the entire process. This person can be a 
member of the Diversity Oversight Committee, a UWT Community 
Engagement Advisory Board Member, or the Vice Chancellor for Equity and 
Inclusion. 

• The impartial 3rd party should report directly to the EVCAA throughout the 
search. 

• Ensure that DEI goals are not simply one category within the candidate 
review rubric but include components of these goals into each review 
category. 

 
Problem #9: Non-Tenure Track Faculty are Fearful of Speaking Up Due to 
Fears of Retaliation or Retribution 
Recommended Actions 

• Recommend compiling and providing a resource list of legal support for 
faculty and present this information on the Faculty Assembly website. The 
resource list should be disseminated by the Non-Tenure Track Faculty Forum 
to all full-time and part-time non-tenure track faculty. 
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• Recommend mandatory orientation for all non-tenure track faculty (part-
time and full-time) when hired, that includes information outlining he Faculty 
Code, their Rights and Responsibilities, and avenues and resources for 
seeking redress as employees of the UW. 

• Recommend that the Non-Tenure Track Faculty Forum Co-Chairs provide 
annual training on Faculty Code, Rights and Responsibilities and avenues and 
resources for seeking redress as employees of the UW. 

11 
• All part-time faculty must be invited to New Faculty Orientation. 

 
Problem #10: Low Presentation of BIPOC Faculty on FA Executive Council 
Recommended Action 

• UW Tacoma Faculty Assembly Chair and Vice Chair must personal appeals 
directly to BIPOC faculty to encourage participation in Executive Council and 
visit each School to invite participation on the Executive Council. 

 
Problem #11: Nearly Half of Academic Personnel Considered Leaving UW 
Tacoma in 2018 
Recommended Actions 

• Conduct an exit interview to acquire information from personnel who are 
leaving the institution. 

• Data from exit interviews must be reported out at the Winter/Spring full 
Faculty Assembly meetings. 

• EVCAA should meet with Deans when faculty resign or leave. EVCAA must 
discuss in detail the reason(s) for departure. The information should be 
reported to the Vice Provost for Academic Personnel. 

• Connect faculty with tri-campus affinity groups with whom they identify (e.g., 
UW Black Faculty Collective). 

• Develop and financially support affinity groups at UW Tacoma based on 
faculty identification. 

• Implement a faculty workload assessment/policy. 
• Complete a market research on faculty compensation. 
• Review salary equity across structures and fields. Salary parity needs to be 

addressed by the Chancellor. 
• Revisit, to consider removing, the “offer in hand” policy/practice for people to 

be able to negotiate retention offers. 
• Schools to work with the Office of Academic Personnel for support on human 

resource topics and initiatives.  
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Problem #12: Lack of Support for BIPOC Faculty 
Recommended Actions 

• Create a multi-tiered mentoring partnership program that focuses on 
retaining and supporting new BIPOC faculty with a focus on equity-centric 
mentorship model. The model must include 1:1 mentor-mentee matches. 
Mentors may be from other units or other universities. 

• Recommend cluster hiring of diverse faculty. 
• Institutionalize the practice of the EVCAA meeting with faculty of color on a 

regular basis throughout the academic year. 
• Offer comprehensive faculty development. 

 
Problem #13: Unjust Promotion and Tenure Practices 
Recommended Actions 

• Recommend that someone outside the process provides mentorship and 
support to faculty members moving through the review process. 

• Recommend that all full-time faculty fully understand he Faculty Code and 
requirements –seminars and meetings must continue with the Faculty 
Committee on Appointment Promotion and Tenure (APT), and these should 
be mandatory for all faculty. 

• Host annual trainings (conversations) at School/unit levels for faculty going 
up for review. 

• Recommend a review of current tenure and promotion policies and practices  
at the School/unit-level in accordance with Faculty Code. 

 
Problem #14: Employment Related Disciplinary Actions 
Recommended Actions 

• Develop a faculty handbook detailing faculty’s roles and responsibilities and 
this resource must be disseminated to ALL current and new faculty. 

• Provide new faculty training and resources on their roles and responsibilities. 
 
Problem #15: Negative Workplace Climate 
Recommended Actions 

• Recommend training for faculty, administrators, and deans in the domains of 
conflict management/resolution and professional communication including 
in-person, email, and text. 

• Recommend Schools/units design written and signed working agreements on 
communication during formal and informal meetings, and in day-to-day 
interactions. 
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Problem #16: Bias Incident Reporting System 
Recommended Action 

• An audit and overhaul/redevelopment of the Bias Incident Reporting System. 
 

 
Concluding Commentary 

 
 The problems and recommended action items illuminated in this report are 
the beginning phase of ongoing work that will start during the 2021 summer 
session. The fundamental evolution needed to transform the University of 
Washington Tacoma climate for faculty will be a long, slow, and deep process. We 
cannot continue to allow racism and oppression to flourish within this institution of 
higher learning nor maintain the status quo. The faculty team has developed action 
items that will produce measurable and positive outcomes for all UW Tacoma 
faculty (tenured, tenure-track, non-tenure track (full-time and part-time). The hard 
work of transformation will be worth every minute. 
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