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APPA Statement of 
Commitment to DEI

APPA is committed to the intentional and ongoing pursuit of a 
welcoming environment where diversity of thought and 
perspective is highly valued, free from barriers, and seeks to 
correct conditions of disadvantage. 

To fully represent the people and places of the educational 
communities we serve, APPA will empower its members 
through the provision of its resources and services in a fair 
and impartial manner. 

Our strength stems from the dedication, experiences, unique 
attributes, and talents of every member.

Approved February 2022



Purpose Today

This course is designed to provide you with tools, 
resources, and knowledge to effectively create and 
lead in-house programs and people that support 
diversity, equity and inclusion efforts in the facilities 
environment.   



The world we’re in today…

As of July 2023, 40 bills 
have been introduced in 

22 states that would place 
restrictions on DEI 
initiatives at public 

colleges.

Banned use of DEI Statements: Florida, Texas, North Carolina, 
North Dakota, Idaho
Prohibited establishment of DEI Offices: Florida, Texas

Prohibited mandatory DEI training: Florida, Texas, North 
Carolina, North Dakota, Tennessee

12/16/23: Oklahoma Governor order forbids state agencies and colleges and 
universities from using funds, property or resources to grant or support DEI 
positions or departments, and it prohibits requiring any DEI education or 
training.

https://www.usnews.com/education/best-colleges/articles/dei-bans-at-colleges-what-students-should-know



Source: https://www.chronicle.com/article/here-are-the-states-where-
lawmakers-are-seeking-to-ban-colleges-dei-efforts





The Indiana University story



CPF put their budget dollars to 
work and hired a full-time DEI 

Specialist role in February 
2023. 

This is the first staff-focused 
DEI role at IU!

Woo Hoo!
From thin words to THICK ACTIONS



• Develops and implements integrated strategies to further the DEI program.  
Includes program design and implementation, project management, 
developing evaluation systems to measure effectiveness of programs and 
interventions, communications strategy and content development, 
coordination of program activities.

• Works in close collaboration with HR and divisional leadership to ensure 
organizational priorities related to DEI are executed in alignment with 
organizational needs across the facilities management function at IU.

• Conducts ongoing research on DEI trends and best practices as needed and 
recommends enhancements and continuous improvement processes with 
an eye on DEI analytics and reporting.   

• Responsible for continually building CPF talent through targeted recruiting 
and search procedures.  Delivers high quality candidates through innovative 
DEI recruitment strategies, while guiding candidates and hiring managers 
through the IU interview and selection process.  

• Responsible for employment compliance with university diversity initiatives 
to include preparing data and reports on DEI plans, recruiting activities and 
outcomes, and employee demographics.

• Provides DEI educational and cultural support for university wide facilities 
management teams seeking a sense of belonging or allyship by promoting 
and fostering an environment of cross-cultural understanding of culture, 
race, identity, orientation and heritage. 

• Coordinates, schedules and facilitates trainings, events, and CPF forums, and 
the implementation of thematic (historical, cultural, theological) weeks and 
months.



In-House Leadership
CPF Diversity & Advocacy Team



First step…

Establish a 
committee 

or team



CPF DAT Structure

Core Committee
• Chair
• Secretary
• Treasurer
• Intern
• DEI Liaison 

Committee Chairs
• Communications
• Lunch & Learn
• Recruitment/Hiring
• Education/Training
• Book Club/Lending 

Library

All positions are volunteer and in addition to regular duties.



Second Step…

Secure 
Leadership 

Buy-in





Wise words of Dr. Eddie Glaude, Jr 

“All too often we think of racial justice or equity as 
something we do in response to social unrest or unease—
something we do to stay in compliance,” Glaude said in his 
keynote address at the inaugural research showcase of 
GW’s Equity Institute Initiative (EII). “We rarely see DEI as a 
constitutive value, as a critical measure of whether we are 
succeeding as a university.”

https://gwtoday.gwu.edu/meatpacking-policing-gw-researchers-bridge-disciplines-address-inequity
https://equityinitiative.gwu.edu/


3rd Step…Establish Goals
and Metrics



Goals 
• Establish Training Program paths for all staff, 

managers, executives
• Perform analysis of effectiveness

• Create regularly scheduled casual 
conversations that allow for learning and 
growth opportunities for team members

• Create and publish a list of DAT values and 
goals

• Survey all staff for topics of interest
• Establish a monthly newsletter with various 

programming and events  

• Create a full-time position dedicated to DEI 
programming for CPF

• Develop DEI metrics for baseline and then 
regular review

• Create required bias training for hiring 
committees

• Standardize questions and ensure diverse 
interview panels

• Develop DAT website or Teams site for 
regular sharing of information with 
interested team members



CPF Workforce Diversity Metrics

Introduction and Description

CPF has recognized the importance of utilizing data in making business decisions and specifically, 
leveraging data toward determining the focus of staff development and programming. With the 
creation of the CPF Diversity & Advocacy Team (DAT), the intentional focus on DEI-specific data has 
been brought forward as an area of opportunity.  An important first step in advancing DEI-related 
knowledge and initiatives is the establishment of CPF-focused baseline DEI data measures.

Objectives of Initiative

The objective was to create a list of measurable DEI metrics that can be reviewed regularly and 
applied to the application of business decisions and initiatives. The goal is for the data to be 
available and easily accessible from IU systems to create consistent and reliable reporting 
mechanisms. This will allow for leadership to regularly review the data and identify trends or 
opportunities, further supporting strategies that can focus initiatives in the areas of retention, 
engagement, and staff development. 



Challenges Discovered

Not all data is readily available for the metrics 
selected and some will have to be manually 
gathered until other measures/reporting 
systems are established and implemented 

IU HR is not currently pursuing the 
establishment of system-wide DEI metrics 
gathering specific to the HR function.  Still, 
CPF will continue to develop these metrics at 
the local level with assurance that IU HR is 
aware. 

Establishment of baseline CPF 
metrics in the following areas:
• Demographic Data: 

• Representation (age, gender, ethnicity)
• Turnover
• Employee Relations Claims
• Compensation

• Development Data
• Internal Talent Mobility
• Programming Data
• Training Attendance
• Sourcing Channels for Recruitment



4th Step…
Create 

Programming



CPF DAT Activities 



Leadership 
Challenges 



Prioritization of DEI work 
over regular duties



Organizational Direction vs. Advocacy



Balancing 
Expectations 

for Quick 
Action & 
Results



Ensuring Leadership Commitment



Growing 
the Group





It’s about 
the Long 

Game



To Help You



As APPA continues to prepare for every 
future, the APPA Board of Directors 
recognizes that it is time for APPA to 
formalize our past and current practice 
around equity and inclusiveness for the 
association.  

• With the formation of a Task 
Force to focus on diversity, 
equity, and inclusion (DEI), 
APPA demonstrates a 
sustained and comprehensive 
commitment to establish an 
organizational climate that is 
just and inclusive – regardless 
of individual differences, 
beliefs, or identities.



APPA DEI Definitions
Diversity 
Diversity at APPA includes valuing diversity of thought and perspective and connecting the unique attributes, backgrounds, and 
experiences that each individual brings to the organization.

APPA recognizes that its strength comes from the dedication, experience, talents and perspectives of every member.

To fulfill our mission, APPA must fully reflect and include individuals who represent the people and places of the educational 
communities that we serve.

We will create an environment where individuals are able to embrace their differences and leverage them to support 
educational excellence.

Equity
APPA expects the establishment of working conditions that are free from barriers and seeks to correct conditions of disadvantage.

APPA recognizes that each person has different circumstances and will strive to provide the exact resources and opportunities 
needed to reach an equal outcome.

APPA provides services and opportunities accessible in a fair and impartial manner. Equality means each individual or group of 
people is given the same resources or opportunities.

Inclusion 
APPA is committed to an intentional and ongoing pursuit of a welcoming environment in which all individuals are treated fairly 
and respectfully, offered access to opportunities and resources, and empowered to contribute to the successful execution of the 
association’s mission.



APPA 2022 Thought Leaders Report: 
From Thin Words to Thick Actions

The 2022 Thought Leaders Report, From Thin Words to Thick Action: 
Diversity, Equity & Inclusion, focuses on today’s demands for truly 
inclusive institutions, and that diversity, equity, and inclusion (DEI) are 
rooted in the deepest-held values of higher education: excellence, integrity, 
respect, responsibility, and community. 

Yes, DEI benefits the institution by increasing innovation, boosting 
productivity, and preparing students for a global economy. A classroom of 
students from diverse backgrounds with a variety of life experiences is an 
electric environment, snapping with energy and ideas. 

But DEI isn’t a priority because someone ran a cost-benefit analysis and 
diversity came out with a higher ROI. We value diversity, equity, and 
inclusion because it is the right thing to do.

Member Cost is $0
Published Summer 2022 





University of Virginia

https://diversity.fm.virginia.edu/





For a copy of Guidebook, send email to cpfcares@indiana.edu



Contact 
Information: 

Jamie K. Gayer, PHR, SHRM-CP
Senior HR Director, Indiana 
University
Tel: 812-856-0716
jkgayer@iu.edu
LinkedIn – Jamie Gayer

mailto:jkgayer@iu.edu
https://www.linkedin.com/in/jamie-gayer-b2abb0125/
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