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Background
Two major issues came together in Fall 2019, which led a small working group of faculty of color to
approach the Office for Diversity and Inclusion (ODI) to create a town hall meeting for staff and faculty of
color across all University of Connecticut (UConn) campuses. The first issue was what faculty of color at
UConn were referring to as the exodus of a critical number of faculty of color from the University. The
numbers of faculty of color dwindled and it was impacting the faculty of color who remain. Second, on
October 11th there was (another) racial incident on campus where three white students yelled the N-word
out from a dorm parking lot. Following this incident, Black students issued a three-page letter to President
Katsouleas documenting their disappointment in the university’s response to the incident. Subsequently
students led protests and communicated that they felt unsafe on campus. On October 21, 2019, Dr.
Cazenave wrote an open letter in the Daily Campus to President Katsouleas describing some of the racist
incidents that have and continue to happen to faculty of color at UConn.
Given the issue of poor retention of faculty of color and the persistent racial incidents on campus (big and
small), the small working group of faculty of color, decided to reach out to the ODI to request a town hall
and a subsequent meeting with President Katsouleas in order to share, in a safe space, long overdue
concerns regarding racism at the University of Connecticut, at the individual and structural/institutional
levels. ODI responded promptly to this request and helped us to organize and implement the idea of a
town hall. We collaborated in the town hall planning and expanded to include all faculty and staff of color.
Two separate faculty and staff of color town hall meetings were held on December 4, 2019 and February
4, 2020. At the first town hall, attendees raised several overlapping concerns, captured by volunteer
scribes who took detailed minutes. The small working group organized the minutes into a first-draft
document and shared it with attendees for feedback and confirmation that the issues captured reflected
the issues raised. The second town hall was a working meeting in which faculty and staff discussed in more
detail the issues initially captured at the first town hall and collaboratively proposed institutional solutions
and next steps university leadership can take to address the issues. The working group further distilled
the notes into the following five general areas of concern.
It is critical to note that we, the Staff and Faculty of Color Council, took on the leadership and responsibility
of working with ODI to organize these town halls out of urgency for change and commitment to making
the University of Connecticut a leading institution for faculty and staff of color. Our intent is to work with
academic leadership to achieve this outcome. We also want to make it clear that while these first-of-itskind UConn staff and faculty of color town hall meetings were successful, it was also clear that there was
a general climate and context of fear from which staff and faculty spoke up, both with regards to their
concerns being taken seriously and the issue of possible retaliation. It is in good faith and with great hope
that we submit this executive summary to share outcomes of these meetings and foster a relationship
with institutional leadership to create necessary and urgent change. We cannot reiterate enough that for
progress to happen at UConn, academic leadership must address the culture of fear. For as long as faculty
and staff of color are afraid to even voice their concerns, other efforts will have very little impact on their
well-being and ability to carry out the valuable contributions they make to this University. In what follows,
we present these concerns with their respective suggested solutions, incremental steps, and a time table
for moving forward.
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Actively, Urgently, and Strategically Work Toward Building an AntiRacist Campus
First, all faculty and staff of color who attended the town hall meetings agreed that ongoing racism has
been, and continues to be, a consistent issue at UConn. Further, those in attendance noted the draining
effects racism has on their ability to function and thrive at UConn; they also expressed, rather strongly,
their low morale as a result of their lack of faith in UConn adequately addressing structural/institutional
racism on campus.

Solutions for Faculty Concerns
While addressing racism is often a difficult subject, faculty agreed on the following suggestions:
●

Yearly racial campus climate data that includes racial diversity data, to be released to the public
(aggregate data on racism and representation), accompanied by a strategic plan (updated yearly
with achieved and not achieved goals) to address racism on campus and within each department
(with accountability built in);

●

Institutionalization of town halls (or similar events) for continued deliberation of issues specific to
faculty of color and accountability for the university to address those issues in a timely manner;

●

formal protocol for reporting and adjudicating racist incidents for faculty of color;

●

the institutionalization of general education requirements on racism;

●

aptly addressing the racism inherent in teaching evaluations during the PTR process; and

●

the need for resources aimed at creating and maintaining faculty of color community(ies) as a
constant presence on campus.

Solutions for Staff Concerns
Staff of color noted that the current state-mandated diversity awareness training is required for new
employees in their first six months. Beyond this, staff are under no obligation to increase their
competencies around diversity, equity, and inclusion issues. The training currently offered is very basic
in information and compliance driven. It is essential to provide annual diversity and inclusion training for
all staff, as increasing cultural competency and anti-racist practices is a lifelong process.
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Incremental Steps Toward Actively, Urgently, and Strategically Work Toward
Building an Anti-Racist Campus
Incremental Steps (Staff):

Incremental Steps (Faculty):

• Limit state-mandated trainings to no more
than 30 participants per session to promote
genuine conversation for increased learning
and understanding (Spring 2021)

• The Office of Institutional Research produces an
early report on racial campus climate and racial
diversity data related to faculty of color; that
report is made accessible to the public.

●

Training should be in-person rather than
on-line.

• Provide in-person current and ongoing
trainings beyond the mandated initial training
for all staff, inclusive of leadership and middle
management (Fall 2020)- with no more than
30 participants at a time.
o Develop measurable goals to assess for
effectiveness of staff competency
development as well as the trainings
themselves
• Normalize trainings as part of professional
development for all staff (ongoing)
o Destigmatize the state-mandated Diversity
Awareness Training from being an end all
for D&I work and the message that is not
helpful because it is mandated

• Every College has an Associate Dean of Diversity
and Inclusion who responds to the Dean of the
College and has a line of communication to the
CDO.
• Address concerns regarding the racism inherent in
teaching evaluations and how those biases are
considered in the promotion process.

Time Table:
• Hire an Associate Dean of Diversity and Inclusion
for each College during the 2021-2022 AY.
• Create systems of communication between units
during the 2020-2021 AY.
• Report on racial climate at UConn during the 20202021 AY.
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Increase Representation of Faculty and Staff of Color
Second, there is an extreme underrepresentation of faculty and staff of color at UConn. As has been noted
by faculty, staff, and students of color many times. For instance, “within the UConn faculty, there are
three racial and ethnic groups that are represented at less than one percent: American Indian or Alaska
Native, Native Hawaiian or Other Pacific Islander, and Two or more races. In fact, in Fall 2017, the
university employed only one faculty member who identified as Native Hawaiian or Other Pacific Islander.
Although other racial and ethnic groups are represented at higher than one percent, the rates of
representation are meager: Black faculty comprise less than three percent of UConn faculty, Latinx faculty
less than five percent, and Asian faculty—despite being relatively overrepresented in comparison to other
groups—still only comprise 14 percent. As it is today, the UConn faculty is majority white at a rate of 67
percent” (Robinson et al., 2019, p. 8). It is important to note that these figures only speak to overall
representation, but does not address the racial microaggressions or racist experiences that these faculty
experience. They also do not point to the underrepresentation of these faculty across several disciplines
and fields. While these numbers focus on faculty of color, these issues of representation (and
underrepresentation) are similar for staff of color at UConn. See Appendix A for additional related
demographic information.

Solutions for Faculty Concerns
In regards to the concerns of faculty of color, UConn should at minimum work to have the demographics
of the faculty match that of the student body. Solutions include:
●

cluster hires that are open to variable research programs instead of specialized within disciplines;
target hires for historically underrepresented faculty of color;

●

the creation of a pipeline program (at the predoctoral and postdoctoral level); and

●

engage the Institutes and Institute faculty to address the best institutional structure for advancing
Africana, Latinx, Asian American and Indigenous Studies, the possibility of becoming departments.
The latter is not a new consideration as it has been discussed from time to time but with no real
commitment. It is also true that currently we are seeing a national trend of more resources being
committed to the development of departments in these fields.

Solutions for Staff Concerns
In regards to the concerns of staff of color, it should be noted that an active recruitment strategy to
attract staff of color does not exist on this campus.
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Incremental Steps Toward Increase Representation of Faculty and Staff of Color
Incremental Steps (Staff):

Incremental Steps (Faculty):

• Include diverse recruitment strategies in
• African American, Latinx, Asian/Asian American,
performance evaluations at all levels (FY 2020and Indigenous cluster tenure-track hires with
2021)
open lines for research interests and
methodologies to be housed within the institutes.
• Select diverse search committee members
from across campus (ongoing)
• Provide target hire competition for departments
with Dean oversight to ensure that candidates
o Search committee membership should be
recruited belong to historically underrepresented
published for transparency
groups.
o Train committee membership on implicit
bias
o Include an external observer to help
committees identify blind spots
o Publish recruitment and hiring data to
assess patterns and trends

• Provide the Office for Diversity and Inclusion with
dedicated, multi-year resources/funds to offer a
pipeline program for predoctoral/postdoctoral
students, 2 for each institute in the first year; doing
so will encourage institutional diversity.

Time Table:
• Identify funds from the Provost Office for hiring
during the 2021-22 AY
• Departments compete over a five-year period,
beginning 2021-22 AY
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Increase Retention Efforts of Current Faculty and Staff of Color
(Onboarding, Mentoring, and Engagement)
Third, staff and faculty discussed issues that fall under the broad umbrella of retention of staff and faculty
of color. This includes the very real fact that many staff and faculty of color feel compelled to and leave
UConn after as little as one semester—a pattern of concern for UConn’s administration.

Many faculty of color expressed concerns about their service overload (often with expectations that they
shoulder the responsibility of “diversity” work in their department and college), lack of mentors,
inadequate resources to do quality research, salary disparities relative to similarly-ranked white and/or
male colleagues, and in some cases extreme disrespect from colleagues—either overt or passiveaggressions.

Solutions for Faculty Concerns
Faculty responded with solutions that include:
●

Revise the PTR standards, process, and procedures to make diversity work count in promotion
and tenure--not just merit;

●

Establish a “real” mentor program that includes, but is not limited to, mentorship toward PTR;

●

Conduct exit interviews (with an Ombudsperson) for faculty who leave UConn;

●

Provide salary disparity report and offer action items to remedy the problem;

●

Offer some standardization of merit processes (necessary to resolve merit pay discrepancy);

●

Count “diversity” work as service (and overall departmental balance of service load);

●

Recognize racial bias and discrimination by grant-funding agencies and offer faculty support and
resources to work through this; and

●

Reframe what counts as research to consider community engagement

Solutions for Staff Concerns
Staff of color noted they are committed to creating meaningful communities and a sense of belonging for
staff of color on our campuses. However, without a formalized onboarding and mentoring program, it is
difficult to engage and retain staff of color at UConn.
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Incremental Steps Toward Retention Efforts of Current Faculty and Staff of Color
Incremental Steps (Staff):

Incremental Steps (Faculty):

• Host a welcome reception for new staff (One
per semester beginning Fall 2020)

• The Provost’s and Deans’ Offices should establish
a formal mentoring program specific to faculty of
color external to departments.

• Develop onboarding plan (One per semester
beginning Fall 2020)
• Compile related and updated
listservs/resources that provide information of
interest (Fall 2020)
• Organize Town Halls (One per semester
beginning Fall 2020)
• Administer Climate Survey (Bi-annually
beginning Spring 2021)
• Designate diversity champions throughout the
institution to initiate and coordinate
programming, dialogue events, and training
for all faculty and staff (i.e. celebrations of
various religious holidays each month) (Fall
2020)
• Develop a formalized mentoring program for
staff of color (Spring 2021)
• Establish and formalize exit interview at three
levels: Supervisor/Manager/Departmental
level, ODI level, and OIE level (Fall 2020)

• Establish a mentoring program for faculty of
color within departments that will support
faculty through the tenure process (and
promotion to full).
• Financially support full participation in the
National Center for Faculty Development and
Diversity- Faculty Success Program and Pathways
Program.
• Have the ombudsperson conduct exit interviews
with faculty of color before they leave UConn for
another job and report general findings to
Provost.
• Promote flexibility in the PTR process to account
for (1) the bias in grant agencies to not fund
race-related research proposals and (2) our role
as teacher-scholars on campus, including the
time and effort we expend to in/formally mentor
junior scholars and (under)graduate students of
color and the high service load in one’s
department, college, university, and professional
associations.
• Conduct a base-salary equity study by race
across UConn campuses, using the mean salary
as the standard.
Time Table:
• Launch mentor programs 2020-2021 AY
• Begin exit interviews 2020-2021 AY
• Fund NCFDD Faculty Success Program 2020-2021
• Conduct salary study 2020-2021
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Inclusion of Regional Campuses
Fourth, programming and development opportunities are Storrs-centric. Regional campus staff and
faculty of color feel left out, as they are often not included in decision-making or community
opportunities. Many faculty of color at regional campuses hold in-residence positions and are in need of
further support and infrastructure.

Incremental Steps Toward Inclusion of Regional Campuses
Incremental Steps (Staff):

Incremental Steps (Faculty):

• Campus Director identify a point person on each
campus to facilitate collaborative efforts (Spring
2021)

• Increase regional faculty in decision making
related to issues and policies impacting all faculty
(Spring 2021)

• Develop a plan to coordinate transportation
between all regional campuses and Storrs when
transportation is necessary for work purposes
(Spring 2021)

• Ensure regional faculty are included and
adequately represented in university-level
committees (Spring 2021)

• Provide video conferencing and live streaming
options for all programming, particularly that
happening at Storrs, so regional staff and faculty
can join remotely (Fall 2020)
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Accountability and Diversifying University Leadership
Finally, there is a lack of transparency in UConn’s decision-making process when it comes to hiring and
promoting people of color into leadership positions. Recently, many staff and faculty of color were
concerned with the lack of transparency in the hiring of a new Chief Diversity Officer (CDO), and defining
what role the person in this position will play on campus. Moreover, there is concern about the
underrepresentation of leaders of color in academic leadership at UConn.

Solutions to Faculty Concerns
Faculty identified a pipeline issue in regards to the dearth of faculty of color serving as Department Heads,
Deans, and in Provost-level leadership. Some solutions include:
●

Increasing the number of faculty of color who serve on university-wide committees, with release
from other obligations (e.g., service or teaching) in order to prepare them for university-level
leadership positions

●

Mentorship (including shadowing) and pipeline program for faculty of color to enter academic
leadership at UConn--make this opportunity more transparent and available, as well as targeted
for faculty from historically underrepresented groups

●

Increase the number of faculty of color who are in senior academic leadership roles

●

Provide the new CDO, whomever might assume that position, with ample institutional resources
and funds to sufficiently address issues raised in the town hall meetings, diversity committee
meetings and other university entities
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Incremental Steps Toward Accountability and Diversifying University Leadership
Incremental Steps (faculty and staff):
• Invite faculty of color to meet with CDO candidates during on-campus visits.
• Ensure the CDO considers and implements initiatives that address issues specific to faculty of color
across UConn campuses in collaboration with the Center for Excellence in Teaching and Learning
(CETL), as well as academic leadership (Provost Office, Deans, and Department Chairs).
• Create a pipeline program to prepare faculty from historically underrepresented groups for
academic leadership positions.
• Enhance the responsibility and offer more resources for CETL, ODI, and Deans to address the needs
and concerns of faculty and staff of color.
• Ensure each college has an associate dean of diversity and inclusion (a recommendation noted
above)
• Increase ODI staff to at least five members in order to adequately address campus needs related to
diversity and inclusion.
• Include at least two faculty of color who will receive course release(s) to serve as ODI as inresidence fellows on a two-year rotating basis.
• Clarify and transparently communicate the responsibility of ODI and how the office should engage
all members of the UConn community.
• Institutionalize the Faculty and Staff of Color Council within ODI and count this service as a
university-wide committee.
• Triple the current racial diversity of senior academic leadership in the Provost office, the
President’s Office, as well as senior administrators in the Division of Student Affairs at UConn by
2025.
Time Table:
• Within one year from hiring, the CDO and president (1) attend the next town hall for faculty and
staff of color, (2) provide an update on progress made since this report, and (3) listen to the needs
of the community.
• Hire at least one historically underrepresented person for senior-level leadership position by 2022
and another yearly until the triple amount noted above has been reached.
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Appendix A
The CEPA report further notes that UConn faculty of color representation is low in comparison to the
number of students of color at UConn (29.61%) at UConn and the number of international students (an
additional 11.97%), who may identify with a variety of racial and ethnic identities. Furthermore, the report
notes that faculty of color at UConn are underrepresented when compared to overall State of Connecticut
racial and ethnic populations. The report indicates that “American Indian and Alaska Native faculty are
underrepresented by about half compared to the state and represented at an even lower rate compared
to the national population. Native Hawaiian/Pacific Islander faculty are also represented among UConn’s
faculty…. Black faculty at UConn are deeply underrepresented compared to the state population and
national population…. Black faculty are represented at UConn at a rate less than half that of the national
faculty representation (5.5 percent)” (p. 10). Latinx faculty at UConn have “the lowest of all racial and
ethnic groups both nationally and at UConn--a 1:4 ratio to the national population” (p. 11). When
considering gender also, it is important to note that “women of color faculty constitute only 8.7 percent
of the UConn faculty…. underrepresentation is strongest for Black women, who constitute only 37 percent
of the Black faculty, resulting in an overall representation in the faculty of less than one percent” p. 12.
Furthermore, “women of color faculty represent only 7.3 percent of all tenure-system faculty, and only
6.8 percent of tenured faculty, but they are 11.3 percent of all non-tenure-track faculty. Forty-five percent
of all women of color faculty at UConn are non-tenured track faculty” (p. 12). This underrepresentation
of faculty of color, and women of color in the tenured faculty has dire consequences for all constituencies.
This underrepresentation has been a long-standing issue at UConn and needs to be addressed in good
faith (see Appendix B).
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Appendix B: University Action Group 1971 Position Paper
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