
 
AGENDA 

 
COMMITTEE ON UNIVERSITY AND FACULTY PERSONNEL 

 
Meeting: 9:00 a.m., Wednesday, September 23, 2026 

Glenn S. Dumke Conference Center 
 
Wenda Fong, Chair 
Jack B. Clarke, Jr., Vice Chair 
Kelly M. Dermody 
Carson Fajardo 
Leslie Gilbert-Lurie 
Julia I. Lopez 

 
Consent 
Discussion 

1. Approval of Minutes, Action 
2. Update on Civil Rights (Title IX and Other Nondiscrimination) Programs and 

Services: Strengthening Prevention and Education Across the CSU, Information 
3. Segal’s CSU Represented Faculty and Represented Staff Market Study, 

Information 
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MINUTES OF THE MEETING OF THE 
COMMITTEE ON UNIVERSITY AND FACULTY PERSONNEL 

 
Trustees of The California State University 

Office of the Chancellor 
Glenn S. Dumke Conference Center 

401 Golden Shore 
Long Beach, California 

 
July 22, 2026 

 
Members Present 
 
Wenda Fong, Chair  
Jack B. Clarke, Jr., Vice Chair  
Carson Fajardo  
Leslie Gilbert-Lurie  
Julia I. Lopez 
 
Mildred García, Chancellor 
Diego Arambula, Chair of the Board 
 
Trustee Wenda Fong called the meeting to order. 
 
Consent Agenda 
 
The minutes of the May 6, 2026, meeting of the Committee on University and Faculty Personnel 
were approved as submitted. 
 
Discussion Agenda 
 
Item 2 – Executive Compensation: President – California State University, San Bernardino 
 
Chancellor Mildred García introduced Dr. S. Terri Gomez as president of California State 
University, San Bernardino. Prior to being appointed to the presidency, Dr. Gomez served as 
provost and vice president for Academic Affairs at California State Polytechnic University, 
Pomona. Chancellor García recommended an annual base salary of $426,916 effective August 3, 
2026, the date of appointment as president. In addition, Dr. Gomez will receive an annual housing 
allowance of $60,000 ($5,000 monthly). A monthly automobile allowance of $1,000 and standard 
executive benefits are provided. 
 
The action item was approved by roll call vote with seven in favor (Trustees Fong, Clarke, Fajardo, 



UFP 
Agenda Item 1 
September 22-23, 2026 
Page 2 of 3 
 
Gilbert-Lurie, Lopez, Chair Arambula, and Chancellor García), zero opposed, and zero abstentions. 
(RUFP 07-26-09) 
 
Item 3 – Executive Compensation: Interim President – California State University, Monterey Bay 
 
Chancellor Mildred García introduced Dr. Carlos Vargas-Aburto as interim president of California 
State University, Monterey Bay. The chancellor recommended an annual base salary of $407,000 
effective August 1, 2026, the date of appointment as interim president. As a condition of 
employment, Dr. Vargas-Aburto will be required to reside in the university’s presidential residence. 
A monthly automobile allowance of $1,000 and standard executive benefits are provided. 
 
The action item was approved by roll call vote with seven in favor (Trustees Fong, Clarke, Fajardo, 
Gilbert-Lurie, Lopez, Chair Arambula, and Chancellor García), zero opposed, and zero abstentions. 
(RUFP 07-26-10) 
 
Item 4 – Update on Civil Rights (Title IX and Other Nondiscrimination) Programs and Services: 
California State Auditor Review 
 
Interim Vice Chancellor of Human Resources Dave Grant and Pete Lim, executive advisor for civil 
rights programming and services, provided an update on the CSU's ongoing civil rights reform 
efforts. The presentation highlighted significant progress made since the 2023 independent 
reviews, including expanded Chancellor's Office oversight, standardized policies and procedures, 
increased staffing and training, implementation of a unified case management system, and 
approximately $15.9 million in strategic investments. The 2025-26 California State Auditor’s 
review – the first independent assessment of the CSU’s reforms – recognized strengthened 
systemwide oversight and accountability, finding a substantial reduction in identified concerns. 
The report identified opportunities for continued refinement in areas such as documentation, 
trauma-informed communications, and consistency in sanctions.  
 
Looking ahead, the presentation outlined plans to implement the auditor's recommendations 
through targeted improvements, including enhanced systemwide guidance, expanded data 
analytics, continued investments in training and shared investigative resources, and strengthened 
risk-based oversight to support campuses and sustain consistent, equitable civil rights services 
across the CSU.  
 
Following the presentation, trustees commended the Chancellor's Office, campus presidents, civil 
rights professionals, and staff for the significant progress reflected in the State Auditor's report 
and recognized the substantial improvements achieved since the 2023 independent reviews. 
Trustees encouraged continued advancement of the CSU's civil rights reform efforts through 
strengthened data-informed oversight, targeted campus support, expanded resource sharing, and 
ongoing investments in prevention, training, and trauma-informed practices. They also 
emphasized the importance of sustaining cross-campus collaboration, monitoring progress, and 
providing future Board updates on implementation of the remaining State Auditor 
recommendations and the measurable impact of the Board's investments. 
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Item 5 – Transition Program: President – California State University, San Bernardino 
 
Chancellor Mildred García presented information on the executive transition assignment for Dr. 
Tomás D. Morales following his service as president of California State University, San 
Bernardino. The one-year transition assignment, effective August 3, 2026, through August 2, 2027, 
will focus on advancing the CSU's international engagement through work with the International 
Association of University Presidents and the CSU Chancellor's Office of International Programs. 
In this role, he will provide strategic counsel on international initiatives and support chancellor 
and trustee engagement with international leaders. He will also remain available, as requested, to 
provide transition support to the incoming president of Cal State San Bernardino. During the 
transition assignment, Dr. Morales will be appointed to the Management Personnel Plan with an 
annual salary of $343,920.  
 
Trustee Fong adjourned the meeting of the Committee on University and Faculty Personnel.  
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COMMITTEE ON UNIVERSITY AND FACULTY PERSONNEL 
 

 
Update on Civil Rights (Title IX and Other Nondiscrimination) Programs and Services: 
Strengthening Prevention and Education Across the CSU 
 
Presentation By 

Dave Grant 
Interim Vice Chancellor of Human Resources & Chief Human Resources Officer, Systemwide 
Human Resources 
 
Peter Lim 
Executive Advisor, Civil Rights Programming and Services 
 

I. Introduction 

This information item provides an update on the CSU's work to strengthen Civil Rights prevention 
and education across its 22 universities. It describes the role of prevention within a 
comprehensive Civil Rights program, the challenges associated with measuring prevention 
outcomes, and the CSU's efforts to build the personnel, expertise, and infrastructure necessary to 
support increasingly strategic, evidence-informed, and measurable prevention practices. 

In recent years, the CSU has devoted substantial attention and resources to strengthening how 
universities respond when discrimination, harassment, retaliation, and sex-based misconduct 
occur. This work has included investments in campus Civil Rights Offices, systemwide oversight 
and support from the Chancellor’s Office, reporting and response practices, and the quality and 
timeliness of investigations. 

Those efforts remain essential. A comprehensive Civil Rights program, however, cannot begin 
only after harm occurs. Prevention and education complement the CSU's response functions by 
seeking to reduce risk, strengthen knowledge and skills, address conditions that may contribute 
to harm, and create opportunities for students and employees to recognize and address 
concerning behavior earlier. 

The CSU has therefore invested in prevention and education capacity at both the campus and 
system levels. As this infrastructure has developed, the focus is increasingly on ensuring that 
those investments translate into effective prevention practice across the system. 



UFP  
Agenda Item 2 
September 22-23, 2026 
Page 2 of 5 
 
II.      A Strategic Approach to Prevention  
 
Prevention is often associated primarily with training. Training is an important prevention tool, 
but it is only one component of a comprehensive prevention strategy. 

Effective prevention may seek to increase knowledge so that students and employees can 
recognize discrimination, harassment, sex-based misconduct, or other concerning behavior. It 
may seek to develop practical skills, including the ability to intervene when concerning conduct 
occurs, support someone who has experienced harm, or identify available resources. Prevention 
may also address the environments in which people learn and work, including the behaviors and 
norms those environments reinforce and the populations, settings, or circumstances in which 
particular risks may be more pronounced. 
 
Because Civil Rights harm can arise from different conditions, no single prevention strategy is 
appropriate for every problem or every campus. Effective prevention therefore begins by 
identifying the condition to be addressed and selecting a strategy designed to influence it. 

Prevention strategy begins with a clear understanding of the problem, risk, or need to be 
addressed, rather than with the selection of a particular program or intervention. This involves 
examining available information; determining the population, setting, behavior, or condition to be 
addressed; selecting a strategy responsive to that need; identifying the outcome the strategy is 
intended to influence; and evaluating the results to inform future efforts. 

Information used to identify prevention needs may come from multiple sources. Civil Rights 
reports and case trends may reveal recurring concerns. Climate assessments may identify 
experiences that do not appear in formal reports. Students, employees, confidential advocates, 
and campus partners in areas such as Student Affairs, Human Resources, and Academic Affairs 
may provide additional insight into campus conditions. No single source provides a complete 
picture, but considered together, these sources can help campuses identify areas where more 
focused prevention efforts may be warranted. 

This approach also connects the CSU's response and prevention functions. Information learned 
when harm occurs can help identify patterns, risks, or conditions that may benefit from earlier 
intervention. In this way, the CSU's continued investment in stronger reporting, response, and a 
systemwide case management system can also provide information that helps campuses make 
more informed decisions about prevention. 

III.     Measuring Prevention and Education 

Measuring the effectiveness of prevention presents challenges that differ from measuring many 
other institutional functions. The CSU's ultimate objective is to reduce the occurrence of 
discrimination, harassment, sex-based misconduct, and other Civil Rights harm. However, it is 
difficult to measure events that did not occur or to determine whether a change in prevalence 
resulted from a particular prevention effort. 
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Reporting data present an additional challenge because reports are not equivalent to prevalence. 
Prevention and education are intended, in part, to increase recognition of concerning conduct, 
awareness of available resources, and willingness to seek assistance. Progress on these 
measures may increase reporting even as the CSU works toward the longer-term objective of 
reducing harm. An increase in reports therefore does not necessarily establish that more harm is 
occurring, just as a decrease in reports does not necessarily establish that less harm is occurring. 

These limitations do not place prevention beyond measurement or accountability. Rather, they 
require evaluation that is appropriately connected to the objectives of a particular strategy. 

Depending on the intervention, meaningful indicators may include whether the intended 
population was reached; whether participants gained relevant knowledge or skills; whether 
confidence or willingness to intervene increased; whether attitudes or behaviors changed; and 
whether longer-term climate or other indicators reflect movement in the conditions the strategy 
was intended to address. 

This approach allows the CSU to evaluate prevention without overstating what any single 
measure can establish. The relevant inquiry is not simply how many programs were offered or 
how many individuals attended. It is whether prevention strategies are responsive to identified 
needs, designed to influence defined outcomes, and evaluated to determine whether those 
outcomes are changing. 

IV.      Building Prevention Capacity Across the CSU 

A central recommendation of the CSU's 2023 systemwide Civil Rights assessment was to 
strengthen prevention and education. The CSU has responded by investing in personnel, 
expertise, and infrastructure at both the university and Chancellor's Office levels.  

At the campus level, prevention and education professionals develop programming, engage 
directly with students and employees, build partnerships across campus, and increasingly 
develop strategies tailored to particular populations, settings, and risks. Staffing models and 
organizational structures vary among campuses, reflecting differences in campus size, 
community, and local needs. The systemwide objective is not identical programming at every 
campus, but stronger institutional capacity to plan, implement, and evaluate prevention 
effectively. 

The Chancellor's Office supports this work by developing shared frameworks and resources, 
providing professional development and technical assistance, connecting practitioners across 
the CSU, and creating opportunities for campuses to learn from promising practices and expertise 
developed throughout the system. 

One important component of this capacity-building work is the Annual Civil Rights Conference. In 
2026, the Chancellor's Office brought Civil Rights and Title IX professionals together for four days 
of professional development, with multiple presenters and concurrent programming that allowed 
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campus professionals from across the CSU, including prevention and education specialists, to 
participate in sessions most relevant to their work. Prevention-focused programming addressed 
topics including alcohol, consent, sexual misconduct, harm reduction, hazing, and campus 
culture.  

The value of this work extends beyond individual training sessions. Bringing prevention 
professionals together allows practitioners to exchange strategies, examine emerging practices, 
discuss challenges, and learn from work occurring at other CSU universities. As a system of 22 
universities, the CSU has an opportunity to ensure that expertise developed at one university can 
contribute to stronger practice across the system. 

V.       Prevention in Practice Across the CSU 

Campuses are already demonstrating a range of approaches to integrating prevention into their 
campus communities and institutional structures. 

At Sonoma State, specially trained student ambassadors provide peer education through 
programs including Real Talk and Guys Talk. This model engages students not simply as 
recipients of prevention education, but as participants in the university's prevention capacity. Peer 
educators can engage other students within the social environments in which decisions are made 
and can help translate concepts such as consent, intervention, and help-seeking into situations 
students may encounter. 

CSU San Bernardino has developed an academic partnership between Civil Rights professionals 
and faculty in Criminology and Criminal Justice to engage students in Civil Rights and Title IX 
work in higher education. 

At Cal State East Bay, Echoes of Eureka, a Civil Rights Concert focused on voice, community, and 
belonging, brings together Civil Rights, Music, Academic and Student Affairs, international 
programs, student government, and other university partners. The initiative provides an arts-
based avenue for engaging students in Civil Rights themes outside a traditional training 
environment. 

San Francisco State, Cal Poly Humboldt, and Cal Poly Pomona have developed university-wide 
Prevention and Education Advisory Committees to strengthen coordination and shared 
responsibility for prevention. 

These approaches are intentionally varied. Different campus communities may require different 
strategies, partners, and messengers. What they share is an effort to integrate prevention into 
campus communities, academic partnerships, and institutional structures rather than locating 
responsibility exclusively within the Civil Rights Office. 
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VI.      From Systemwide Expertise to Campus Practice  

As the CSU strengthens the expertise of its prevention professionals, the Chancellor's Office is 
also working to translate systemwide expertise into strategies and tools that universities can 
adapt to their local communities. 

One example is Know Better, Do Better, an initiative developed for student clubs and organizations, 
including fraternity and sorority life. The initiative focuses on recognizing concerning behavior, 
strengthening decision-making and intervention skills, and influencing group norms.  

This approach reflects an important principle of the CSU's prevention model: systemwide 
consistency without campus uniformity. The Chancellor's Office can provide frameworks, 
expertise, resources, and adaptable strategies while university professionals determine how 
those resources should be applied based on identified local needs. 

Success therefore does not require 22 universities to offer identical programs. It requires 
campuses to have professionals capable of identifying prevention needs, selecting appropriate 
strategies, evaluating their effects, and refining those strategies over time, supported by a 
Chancellor's Office that connects expertise and facilitates systemwide learning. 

VII.     Conclusion 

Prevention and response are complementary components of a comprehensive Civil Rights 
system. The CSU must respond effectively when discrimination, harassment, retaliation, and sex-
based misconduct occur, while also working strategically to reduce risk and create opportunities 
for earlier intervention. 

The CSU has made significant investments in the people responsible for this work. The next phase 
is to ensure those investments increasingly translate into prevention practices that are strategic, 
evidence-informed, locally responsive, and measurable. 

The CSU may not be able to count every incident that was prevented or attribute changes in 
prevalence to a particular intervention. It can, however, establish meaningful expectations for 
prevention practice. Strategies should be grounded in identified needs, designed to influence 
specific outcomes, evaluated against those outcomes, and refined based on what is learned. 

Through this approach, the Chancellor's Office and CSU campuses can continue to strengthen 
prevention as an integral part of the broader Civil Rights system and advance the shared objective 
of ensuring that students and employees can fully access the educational and employment 
opportunities the CSU provides. 
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COMMITTEE ON UNIVERSITY AND FACULTY PERSONNEL 
 

 
Segal’s CSU Represented Faculty and Represented Staff Market Study  
 
Presentation By  
 
Dave Grant 
Interim Vice Chancellor and Chief Human Resources Officer 
 
Jason Adwin 
Senior Vice President, National Compensation and Career Strategies Practice Leader 
The Segal Group 
 
Summary 
 
This item will provide the California State University Board of Trustees with the findings of Segal’s 
compensation market study for represented instructional faculty and represented staff. The study 
assessed the competitiveness of the CSU’s total compensation relative to comparable employers 
in the relevant labor market.  
 
The final report was published in August 2026 and is available on the CSU’s Employee 
Compensation Market Study website. 
 

https://www.calstate.edu/csu-system/faculty-staff/Employee-Compensation-Market-Study/Pages/default.aspx
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