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on race relations, examine University programs and policies that combat
intolerance and promote community, and to suggest initiatives to improve
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Executive Summary

Illinois State University President Al Bowman established the Diversity Task Force in spring

2009, chaired by Dr. Touré FWS SR 2F GKS | A&aG2NB 5SLI NIYSylho !
task force was instructed to assess University programs and policies intended to promote
tolerance/inclusiveness and to suggest initiatives to improve such efforts. What follows is a

summary of the overall finding of the Diversity Task Force, the design of the subcommittees,

individual subcommittee observations and recommendations, and a summary of themes

observed by the subcommittees.

Illinois State University has long recognized the importance of diversity and thus already offers
courses, awards, scholarships, and training intended to foster inclusiveness and/or tolerance.
Although the University has made great strides in its efforts to encourage diversity through
academic and non-academic programming, the task force has concluded that ISU has not
addressed issues pertaining to diversity in a consistent and coherent fashion. This has likely
contributed to a sense of alienation among some members of underrepresented groups.

Specifically, our review of academic and non-academic programming reveals that current
initiatives intended to promote diversity are poorly advertised, resulting in their under-
utilization. Surveys of students, faculty, and staff, moreover, indicate that many members of
underrepresented groups believe that the university is not doing all that it can to either
promote tolerance or create a safer and more welcoming campus environment. Members of
underrepresented groups likewise frequently indicated, in both task force sponsored discussion
groups and previous University studies, that they believed professional, academic, and cultural
diversity are often undervalued by faculty and students of majority groups as well as University
Administration.

Proceeding from these observations, the Diversity Task Force has developed the following
recommendations for improving campus climate, which are broken down into four categories:
leadership, message, research and programs, and accountability.



Recommendations

|. Leadersip

Illinois State University should continue the efforts spearheaded by the Diversity Task Force by
forming a permanent Diversity Council or a centralized Diversity Office with the purpose of
sustaining a campus dialogue on issues of tolerance and inclusiveness. These efforts likely
necessitate establishing a new administrative positionT a Chief Diversity Officer at the cabinet
level T whose function would include: long-term planning, advertising existing services and
programming designed to promote diversity, and working with the Diversity Council as well as
College and Department administrators.

Il. Message

The University's Diversity Council/Diversity Administrator must develop a coherent University
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organizational goals based on the findings of both the Diversity Task Force and further research,

to enhance efforts to foster a welcoming and tolerant campus environment.

lll. Research and Programs
Research and programs should include but not be limited to the following:
1. Implement diversity training for faculty, staff, and students; prepare University leaders
to champion diversity through training and education programs
2. Continue diversity research and enhance communication regarding diversity issues,
programs, services, events and activities, including communication about such with the
Bloomington-Normal community
3. Reexamine elements of diversity within the curriculum; facilitate faculty teaching in
diverse settings; develop a systemic and strategic plan to increase diversity content in
curricular and extracurricular programs
4. Initiate recruitment and retention efforts to develop and maintain more diverse faculty,
staff, and students (this may involve reviving previous programs that have been
discontinued)
5. Enhance support resources available to students including diverse student
organizations, mentoring programs and other extracurricular activities
6. Collaborate with community groups to assess the community climate and determine its
impact on educational and employment experiences for faculty, staff and students at
ISU

V. Accountability

In its efforts to systematically address issues pertaining to diversity, lllinois State University
must develop a formal evaluation plan to ascertain the efficacy of its programs and activities
designed to foster a welcoming and tolerant environment. This will entail not only regular
assessments of existing programs and departments, but the task force likewise recommends
that the University hold College and Department leadershipaccountable for promoting
diversity. Performance evaluations of College Deans and Department Chairs should therefore



consider whether these important university leaders have done their part to achieve the lllinois
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Subcommittee Findings

Design of Subcommittees

The Diversity Task Force was divided into three subcommittees each with a specific purpose in
order to make the most effective and efficient use of the limited time and resources available
to reach its goal.

1. Extracurricular Subcommitted RSY G AFASR YR adzYYlF NAT SR GKS
activities delivered by the Division of Student Affairs, Registered Student Organizations,
Alumni Services and Athletics that combat intolerance and promote community
2. The Cultural & Social Subcommittezamined academic areas of the University
(as distinct from extracurricular campus-life matters)
3. The Campus Life Subcommittegamined the extent to which University programs
combat intolerance and promote inclusion

Extracurricular Subcommittee
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programs and activities designed to promote diversity and combat intolerance. The
subcommittee focused on regular events and programs sponsored by the Division of Student
Affairs, Registered Student Organizations, Alumni Services, and Athletics between 2000 and
2009. The overall results are encouraging if for no other reason than it is clear that the
University offers a wide array of programs that either address or promote diversity.

Summary of Findings

Division of Student Affairs offers over forty programs to students, faculty, and staff. The
University as a whole offers programs such as scholarships, grants, and awards, performing
arts, cultural and ethnic menu programming through the dining services, Cultural Career
Network Program, Greek affairs, local and national conferences, alternative spring breaks,
campus leadership opportunities, diversity education and cultural programming, cultural
sensitivity and awareness workshops, cultural dinners, Minority and Police Partnership, and a
Hate & Bias Crime Training Program for Illinois State University Police officers.

Recommendations

The following is a summary of the recommendations from the subcommittee:

1. Develop a University diversity statement with clearly outlined strategies for
implementation issued from the Office of the President.

2. Create a Chief Diversity Officer or Diversity Office (led by a cabinet level administrator
with a budget and staff) to implement the following:



3. Continue the Diversity Taskforce or establish a council to implement a diversity strategic
plan.

4. Clarify the role of the Office of Diversity and Affirmative Action and review the office
name to ensure that it is aligned with the role of the office.

5. Establish a mentoring program to assist with the retention and professional
development of underrepresented faculty and staff.

6. Improve communication and awareness across campus and within the community
about diversity education, programs and activities.

7. Create partnerships with the community to develop programs focused on diversity and
culture that incorporate employees of the University and their families to welcome
them to the Bloomington-Normal area.

Cultural and Social Subcommittee
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diversity at lllinois State University. To this end, the subcommittee conducted a targeted pilot
survey of College Deans, Department Chairs, and School Directors. Nearly half (47 percent) of
those solicited completed the survey.

Summary of Findings/Points of Interest

All respondents indicated that diversity is an explicit part of the curriculum and listed specific
courses offered. The clear majority, moreover, stated that they are involved in ongoing diversity
outreach or recruitment programs that are conducted outside of the classroom. In addition,
some have diversity related academic based extracurricular programs. This, the Task Force
believes, is very encouraging as it indicates that University leaders are already invested in
diversity. Still, the programs are not consistent across the University. In other words, each
college, school, and department has an independent concept of how diversity should be
implemented. This fact led the subcommittee to ask and ultimately attempt to answer this
question.

--What does the University expect the colleges, schools, and departments to offer
in terms ofdiversity in the curriculums and academic extracurricular programs?

Recommendations

The Social & Cultural Subcommittee developed the following recommendations. For a more
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report.

1. Continue the Diversity Task Force or form a Diversity Council with the purpose of
sustaining a campus dialogue on diversity. Create a position that would be a diversity
administrator, whose function would be to oversee long-term diversity strategies and
work with the Diversity Council to achieve the following goals.

2. Develop a University Diversity Statement to include all ISU stakeholders (faculty, staff,
and students); implement diversity training for faculty, staff, and students; continue



diversity research and enhance communication regarding diversity issues, programs,
services, events and activities, including communication about such with the
Bloomington-Normal community and nationwide.

3. Reexamine elements of diversity within the curriculum; facilitate faculty teaching in
diverse settings.

4. |Initiate recruitment and retention efforts to develop and maintain more diverse faculty,
staff, and students.

Campus Life Subcommittee
The purpose of this subcommittee was to examine the extent to which university programs and
activities combat intolerance and promote inclusion. The subcommittee not only used extant
internal and external data but it conducted discussion groups with students, faculty, and staff
members in conjunction with various campus minority organizations. This approach was
intended to shed light on the perspectives of campus constituents, particularly diverse faculty,
staff, and students.

Summary of Findings/Points of Interest
What are the perceptions of campus community membassthey relate to employment,
recreation, health, safety, and general campus life?

There is a general perception among faculty, staff, and students that the campus is
homogeneous and would benefit from greater diversity among employees and students as well
as increased diversity in curricular and extracurricular programs.

Most faculty, staff, and students reported that lllinois State University has made strides in
increasing diversity; however, efforts aimed at fostering diversity are often fragmented and
reactive, which often diminishes the effectiveness of these efforts.

Many minority/ethnic students complained of insufficient support from other students and
faculty for minority/ethnic student organizations. Minority/ethnic students likewise frequently

identified a dearth of appropriate faculty/staff mentors as a problem. Cdzf £ SNQ&a owHnny o |
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The campus environment has far-reaching affects influencing the academic performance,
health, retention, and safety of students.

Are there differences in perceptions of campus climate among groups on campusgpkantiy
between minorities andnajority groups, or between faculty, staff and students?

Differences among Students




Racial/ethnic minority students reported that faculty role models are important to their
success at a higher rate than their Caucasian peers. Racial/ethnic minority students also
reported a dearth of racial/ethnic minority role models on campus

Among first year students, racial/ethnic minority students perceive the environment as
less open to diversity, less supportive, and therefore less satisfactory than their
Caucasian peers.

LGBT students feel isolated as the result of incivility on campus and the community at
large. Seventy-five percent of sexual minority students sampled have experience some
form of sexual-orientation harassment at least once in the past 12 months. These
students reported the more negative experiences with housing on campus than sexual
majority students.

Among our students, more women report a negative impact on academic performance
due to stress than males, more females than males have had a history of depression

Differences among Faculty and Staff

Racial/ethnic minorities perceive that they are not given the same professional
opportunities. Racial/ethnic minorities believe they are not as respected in the
classroom by students, particularly if they are racial/ethnic minority and female.

Faculty and staff report a concern over safety on campus related to sexual orientation,
which results in them not disclosing their sexual orientation.

Faculty and staff would like improved partner and spouse benefits as well as on-site
childcare.

ISU has increased hiringratial/ethnicminorities, but currently only 11% of faculty and
staff identify agacial/ethnicminorities.

Minority faculty members believe they receive significantly less suppofbr

organizational diversity than non-minority faculty, and perception of organizational

diversity is a significant factor affecting turnover and retention of minority faculty.
Stressors affecting minority employees include isolation, lack of retention of
membership in minority support groups leading to higher intent to leave rates
among these members of the university community, conservative attitudes in
the Bloomington/Normal community, diversity constraints, lack of employment
opportunity for trailing spouses and partners, daycare facilities not on campus,
and partner health benefits (taxed). Note:Further study is recommended to
identify if these issues are still in the forefront because the university has
improved on severalf the above listed concerns.



e Although climate has not been specifically studied for the LGBT/Q faculty and staff at
Illinois State, there is a need to perform such work on the lllinois State University
campus.

What are the major themes of theiscusiongroups? How can we use this information to
formulate recommendations and focus efforts of the committee in the future?
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themes of the discussion groups at the broader institutional level and in regards to academic
and student life.

Recommendations

The Campus Life Subcommittee was successful in developing a list of thoughtful and strategic
recommendations based on the results of focus groups and review of the existing internal and
external research. For a comprehensive detailed list of recommendations, please see the
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statement, image, and vision.

2. Establish a central diversity leader and office charged with evaluating and advancing
diversity-related efforts at Illinois State University.

3. Develop an institutional diversity plan and diversity committee to evaluate diversity-
related programs and activities and develop measurable and achievable institutional
goals. Expand resources to support the development and legitimization of key programs
that have historically offered students an intellectual space to study and engage others
on issues dealing with diversity.

4. Assess our institutional effectiveness in preparing students for the global environment
they will face upon graduation.

5. Enhance support resources available to students including diverse student
organizations, mentoring programs, extracurricular activities, and monetary based
programs, such as scholarships.

6. Evaluate the effectiveness of recruitment programs and expand current monetary and
non-monetary incentive-based recruitment programs.

7. Examine turnover trends and enhance employee support resources such as diverse
employee organizations, employee development and succession planning.

8. Prepare all faculty and staff to champion diversity through diversity-related training and
education programs.

9. 5SLI NI YSYld / KFEFANBQ LISNF2NXIFyOS S@lIfdz A2y a
diversity at the Department level.

10. Collaborate with community groups to assess the community climate.
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Introduction

In response to the charge of President Bowman to examine the University programs and
activities that combat intolerance and promote community, the Extracurricular Educational
Programming Subcommittee prepared the following report that summarizes the initiatives
delivered by the Division of Student Affairs, Registered Student Organizations, Alumni Services,
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provided include the mission/purpose and a brief history of the initiatives, programmatic
changes, the initiatives current status, the intended audience, and the strategies used for
implementation.

The Division of Student Affairs

The Division of Student Affairs is comprised of nine departments: the Bone Student Center,
Campus Dining Services, the Career Center, the Dean of Students Office, Disability Concerns,
Recreation Services, Student Affairs IT, Student Counseling Services, Student Health Services,
University Housing Services and the University Police Department.

The Division of Student Affairs is committed to assisting students in developing the values of
character, conscience, civility and citizenship; an appreciation of diversity; and individual and
social responsibility. This vision is realized through its identity as the umbrella for many campus
services, programs and facilities that augment the formal education of students and promote
their growth as leaders.

Office of the Vice President for Student Affairs

Several initiatives that combat intolerance and promote community are delivered directly from
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Professional Development
e Several times per semester the Student Affairs Professional Development Committee
provides a variety of activities and opportunities to its staff focused on current issues
and trends in higher education.

Awards, Grants and Scholarships
e The Neal R. Gamsky Endowment Fund was established in 1986 by Dr. Gamsky, Vice
President and Dean of Student Affairs at lllinois State University from 1973 to 1991. The
endowment creates an opportunity to grant an award to a staff member in the Division
of Student Affairs who has made outstanding contributions to the quality of life for
students, and who promotes excellence in individual effort and concern for the quality
of the campus environment through service and support.

e The STAR Awards (Staff That Are Remarkable) recognize staff members that have made
significant contributions to their departments, the Division and the University during the
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year. Nominations are accepted the following categories: Promotion of Diversity,
Innovation by a Team and Outstanding New Program.

e Neal R. Gamsky & Douglas H. Lamb Outstanding Research and/or Programming Initiative
Award is presented annually to a professional staff member in Student Counseling
Services who has made outstanding contributions to the life of students and the
promotion of excellence in counseling activities through research and/or evaluative
programming activities.

Other Initiatives
e The Minority Scholar-in-Residence program, from 1993-2005, combined academics and
co-curricular experiences by bringing prominent minority scholars to the campus.
Scholars modeled successful scholarship, mentored students in achieving their goals and
provided role models for student success. The program was based on a holistic
approach to student learning by having the scholar live in the residence halls and
participate in academic lectures and programs.
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Bone Student Center
The Bone Student Center (BSC) has implemented several initiatives that support a welcoming
campus environment and help to prevent intolerance.

e Artwork
0 A diverse display of art can be found throughout the BSC.
0 Art was created by ISU students and other artists.

e International Flag Display
0 Unveiled in the main concourse in February 2001, the International Flag display
represents the homelands and countries of past and present students, faculty
and staff at lllinois State University.
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opportunity to educate the campus community and guests about the global
aspect of the campus.
0 The display began with 96 flags and currently includes 132 hanging in the Bone.

e Policy
0 Modifies policies and holds spaces to meet the needs of major student events
that are traditions on campus (i.e., Black Student Union Heritage Ball, PRIDE Drag
Show).
0 Worked with student groups to create a Late Night Event policy that is student-
friendly and supports their events.

e CoSponsorship

{d



0 Provides support for university-wide initiatives through collaboration and co-
sponsorship with various areas on campus (i.e., Danny Glover/Felix Justice
event).

e Performing Arts Series

0 After more than 30 years of cultural programming, Braden Auditorium continues
to pursue its mission of bringing world-class traditional and popular art
experiences to central lllinois.

0 The goal of the series is to capture young audiences, build racially diverse adult
audiences and offer family programming that engages hands-on participation for
the entire community with a strong focus on master class opportunities for our
students. We have been committed to providing affordable, quality, world-class
art performances and entertainment choices for the university family and the
community. Performances in the past have included offerings in classical, ethnic
music and dance, orchestras, Broadway plays, folk music and the more popular
forms of adult contemporary music, family-oriented programs and shows for
children.

0 Due to financial impact, the Series ended in 2007.
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CampusDining Services

e Cultural and Ethnic Menu Programming
0 Partners with the Association of Residence Halls, University Programming Board,
Student Government Association, Black Student Union and other organizations
on campus to host dining events that enhance the educational opportunity for
students to learn more about other cultures.
0 Campus Dining Services is a co-sponsor of the University Housing Cultural Dinner
Program.

e Health/Wellness
0 Provides individualized attention to students who may have dietary related
health concerns.

3k 3k 3k 3k 3k 3k >k 3k 3k 3k sk >k 3k 3k sk >k 3k 3k 3k sk 3k 3k 3k %k sk 3k 3k %k %k sk 3k 3k 3k 3k %k 3k 3k 3k sk >k 3k %k %k %k 3k 3k 3k sk >k 3k 3k %k >k 3%k 3k 3k %k >k 5k 3k %k %k 3%k 3k 3k %k %k >k 3k %k %k kkkkkkk

Career Center

e Cultural Career Network Program (CCNP)
0 The Cultural Career Network Program (CCNP), which began in 2003, is a unique
employer/student mentoring program for students of diverse backgrounds. The
CCNP encourages students of diverse backgrounds to participate in a variety of
events designed to connect them with employers and to provide resources
about available internship and career opportunities.



0 A Diversity Internship Pipeline Program (an intensive summer internship
component working with local employers) is currently in process.

e lllinois Cooperative Work Study Grant
0 Established in 2003, the purpose of this grant is to:

A expand opportunities and increase the number of paid work sites for students
to pursue internships, clinical placement, cooperative education programs with
business and industry and other work opportunities linkedt2 I & G dzZRSy (i Q&
academic program

A maximize the use of matching contributions from business and industry, and
governmental and social service agencies

A strengthen cooperation between higher education, business, industry and
government

A assist well-trained students to find employment in lllinois
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Deanof Students

The Dean of Students Office (DoS) has implemented several initiatives that support a
welcoming campus environment and helps to prevent intolerance.

e Since its inception on July 1, 2005, the mission of the Dean of Students Office has been
to provide services, solutions and support to the students through a variety of
resources, programs and activities.

o All of the units within the DoS are intentional in creating websites and marketing pieces
that reflect the diverse students that are served and participate in programs.

e Ongoing and yearly training focuses on current issues of diversity and inclusion. In
summer 2008, the entire DoS staff began a training series focused on Multicultural
Competency to examine awareness, knowledge, skill levels.

e Community Rights and Responsibilities

0 Funded through student fees, the Mediation Program provides trained volunteer
mediators to help individuals in conflict discuss their issues and identify possible
solutions to resolve conflict in a method that promotes open communication,
understanding and respect.

0 Conducts intentional outreach and recruitment of students from diverse
backgrounds to serve on the University Hearing Panel and in other capacities in
the office.

e Off Campus and Nontraditional Services
0 Provide programs and services to educate nontraditional students about Illinois
State University 0 G Y 2 Y UNI RAGA 2y I f ¢ &a0dzRSyd& aidl ddz
limited to, age, work experience, military experience, previous education).
0 Develop initiatives, programs and committees that help nontraditional students
succeed at lllinois State University.



Student Involvement Center
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Helps students find their way by providing a multitude of opportunities to get
involved on campus, and helping registered student organizations to be
successful.

Provides registered student organizations with two funding opportunities to
assist them in their programs and travel (Opportunity Fund & RSO Program
Fund).

RSOs receive support and privileges, such as access to trainings and workshops,
room usage across campus, promotion of events and access to student
databases to recruit.

Each year the Student Involvement Center and the Student Alumni Council co-
sponsor the annual Student Involvement Recognition Ceremony to recognize
Illinois State students and registered student organizations for excellence in
student involvement which includes a category specifically recognizing
Outstanding Diversity/Multicultural program of the year.

Greek Affairs

(0]

Provides advising and support for the National Pan Hellenic Council (NPHC)
which is comprised of the 9 historically African American fraternities and
sororities.

Provides opportunities for students to attend national and regional leadership
conferences focused on Greek lettered organizations.

HostsGree] { OSYy SZ btl/ Qa lyydadf &aG§SL) aK2g

chapters from ISU, as well as student dance groups and other multicultural
Greek lettered organizations.

Leadership & Service

(0]

(0]

o

Helps students to learn about themselves, gain a greater understanding of
others and become actively engaged within the community.
Specifically, L&S provides students the opportunity to attend local and national
conferences and participate in experiential trips, on campus leadership programs
and volunteer opportunities.
Lacal Conferences
A Leadership Revolution is a one-day conference held annually at lllinois
State University that offers numerous opportunities for students to gain
new skills, share new ideas and network with other student leaders from
colleges and universities from across the state. With guest speakers and
open discussion forums, attendees will discuss the tough issues students
face on campus today and discover ways other students are working to
make an impact in their community.
National Conferences
A Southwest Black Leadership Conference (SBLC), held annually at Texas
A&M University, provides students of color the opportunity to develop
self-improvement techniques and leadership skills, and the opportunity
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to network with students from across the country. Through attending
workshops and listening to keynote speakers, students who attend SBSLC
will examine problems and concerns facing the Black Community and
become motivated to address those issues when they return home

A The National Collegiate Leadership annual Conference is a student-run

nonprofit organization that brings together student leaders from diverse
backgrounds to learn leadership skills, cultivate social responsibility,
break down barriers and adopt leadership as a way of life.

0 Experiential Tips
A Alternative Breaks provides students of Illinois State University with

opportunities to travel across the country and beyond to help meet
needs in the community. Locations and service projects may vary each
year. Listed below are a few examples of issues Alternative Breaks may
address: AIDS/HIV, affordable housing, disability concerns,
environment/urban, redevelopment, hunger/homelessness, hurricane
disaster relief, refugee concerns, senior citizens, women & children and
youth.

During the 5-day Civil Rights Movement Trip (CRMT), students explore
various civil rights issues such as race, gender, sexuality and disabilities by
examining the leadership styles of people important to these social
justice movements.

LeaderShape® is a weeklong interactive experience that promotes self-
discovery and learning from practical experiences that build leadership
concepts and abilities.

o0 On Campus Leadership Opportunities
A Camp LEAD (Leaders Emerging and Developing) is a one-day retreat held

in September. First year students have the opportunity to meet other
emerging student leaders while participating in a fun-filled day of games,
activities and workshops.

Leadership & Service Lifestyle Floor is a partnership between the Dean of
Students Office and University Housing Services. Students who want to
increase their leadership potential through diverse activities such as
community service, leadership trainings, experiential trips and mentoring
relationships apply and are selected to live together on a floor in Wilkins
Hall.

o Volunteer Opportunities

A

Provides opportunities for students to get involved at lllinois State
University and within the community through a variety of service projects
that occur monthly and throughout the semester that focus on
socioeconomic issues, homelessness and hunger, sexual assault,
environmental and health concerns.



e Programming & Student Transitions
0 University Program Board (UPB)
A The mission of UPB is to establish student-driven programs, focused on
the social, cultural, educational and recreational growth of Illinois State
University and the surrounding community.
A UPB also co-sponsors events with other student organizations to meet
the needs of campus.
A All of the programs are planned and implemented by students for
students with staff serving as fulltime advisors.
0 Passages
A Passages is the next step for students (following Preview and Transfer
Days) in preparing for life at lllinois State University; it is the fall
orientation program.
A During this welcome weekend, students enjoy a number of programs and
services that will answer any questions they may have about academics,
living in the residence halls and getting involved at the University.

¢ Diversity Advocacy
0 Helps underrepresented students find their way at Illinois State University
through a variety of resources, programs and activities. Diversity Advocacy works
to facilitate a supportive campus environment in which underrepresented
students can flourish academically and socially. The office also serves to raise
cultural awareness across campus among students, faculty and staff.
0 Support & Advocacy

A Provides fiscal and programmatic advising to the Association of Latin
American Students (ALAS), the Asian Pacific American Coalition (APAC),
Black Student Union (BSU) and ISU Pride (GLBT student organization).

A The Mentoring, Academics and Scholarships Achievement Initiative
(MASAI), formerly known as the Minority Mentorship Program, partners
peer mentors who are current ISU students with first year students who
identify as low income, first generation and/or ethnic minorities to assist
them with their personal and academic adjustment to college.

A Safe Zone is a way for individuals in the university community to show
that their workspace is a safe space for GLBT individuals. A Safe Zone
emblem has been created to provide a visible, non-threatening way for
individuals within the campus community to show that they are allies and
participants in the Safe Zone program. Originally focused on staff and
faculty education and awareness, Safe Zone is now open to student
participants. All individuals participating in the Safe Zone program will
have attended a voluntary two hour training session to assist in their
efforts to support GLBT individuals.
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weekend to connect underrepresented students with diverse student
organizations, academic resources, personal support services and faculty



and staff from across campus in a fun and relaxed atmosphere before
classes begin.
o Diversity Education and Cultal Programming

A Provides administratively planned and implemented monthly educational
programs focused on diversity issues including, but not limited to,
culture, race and ethnicity, socioeconomics, religion, gender, sexuality
and privilege.

A The Diversity Retreat is a weekend long retreat held the third weekend in
September targeting students and student leaders from diverse
backgrounds to engage them in critical discussions and team-building
activities. The goals of this event are to encourage dialogue, promote
support, personal identity development and proactive collaboration
among students, student leaders and the organizations they represent.
Students gain a greater sense self while learning how to appreciate,
celebrate and participate in the many cultures represented at lllinois
State University.

A The Multi-Ethnic Cultural and Co-Curricular Programming Advisory
Committee (MECCPAC) provides matching co-sponsorship funds for
cultural, educational and multi-ethnic programs that help build
awareness and appreciation within the lllinois State community for
African American, Latin American, Native American and Asian American
cultures, women, people with disabilities and gay, lesbian, bi-sexual and
transgender persons (GLBT).
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Disability Concerns

Mission and Philosophy

When the office was established in 1978, the philosophy was adopted that an individual with a
disability is a person first. The disability is secondary to what that person can achieve and
contribute. The mission of Disability Concerns is to ensure full and equal participation for
persons with disabilities in the lllinois State University community through:

Empowering individuals

Promoting equal access

Encouraging self-advocacy

Reducing attitudinal, physical and communications barriers
Providing appropriate accommodations

Disability Concerns provides accommodation services that support persons with disabilities in:

e The realization of academic goals
e Reaching professional goals



e Becoming contributing members of society and lifelong learners

e Responsibilities of lllinois State University
0 Provide information to students with disabilities in accessible formats when
requested.
0 Ensure that University offerings, when viewed in their entirety, are available and
usable in the most integrated and appropriate setting.
Evaluate individuals on their abilities, not their disabilities.
0 Provide or arrange reasonable accommodations for students with disabilities at
University functions.
0 Maintain appropriate confidentiality of records and communications, and
disclose only where permitted or required by law.

o

e Service Learning Volunteer Program
0 Disability Concerns recruits the services of approximately 1,500 volunteers each
year to provide such services as notetakers, readers and scribes for exams,
editors for text conversion, typists and library assistants.
e Sponsored Activities
0 Disability Awareness Month Kickoff Celebration
0 Scholarship Awards
0 Hosted the VSA Young Artists with Disabilities/juried exhibition from the
Kennedy Center and Smithsonian
Faculty/Staff Trainings
Career Lunch with Community Professionals
0 Host Workforce Recruitment sponsored by the Office of Disability Employment
Policy under the United Sates Department of Labor in February
0 Volunteer Appreciation Activities

o O
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Recreation Services

The Department of Recreation Services provides diverse opportunities that encourage healthy
lifestyles.

It is important to note that while there are no programs that can initially be labeled as diversity
related, the variety of programs offered is such that the broadest number of people can find an
activity among those offered that appeals to them. One example is the use of board games:
while appealing to all, this provides an opportunity for individuals with physical disabilities to
engage in recreational activities.

All programs and services are considered all-inclusive; therefore, the dollars that are budgeted
for the programs and services offered take into consideration the many diverse programming
and employment opportunities we provide within our department. Additional funds have been
allocated to create more outreach programs for underrepresented groups to become more
knowledgeable and involved in the programs and services we offer.
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Student Affairs Information Technology

Student Affairs Information Technology (SAIT) provides technology support to all departments
within the Division of Student Affairs. SAIT is committed to hiring a diverse staff and is
responsible for providing direct support for the assistive equipment and technological needs for
Disability Concerns.
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Student Counseling Services

e Guerrilla Theatre
0 Founded about 12 years ago as an outreach initiative to reach students with a
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performs on average 40 times a year. At the end of each performance, trained
volunteer student facilitators lead a discussion of the issues, thoughts and
feelings brought up during the show.

e [DS 105: Cultural Awareness Class

0 This class was initiated at the request of the University to address interracial
tensions on campus. It evolved into a 3 credit course offered each semester,
taught by staff counselors at Student Counseling Services and co-taught by
interns. It was discontinued due to budget cuts in 2003.

0 The mission of the course was to teach students skills for intercultural dialogue
and understanding in an academic context, and assessment conducted over the
years indicated increased awareness by enrollees.

e Minority Student Phonathon
0 The Phonathon was conducted annually for several years to assess entry
experience of minority students to the university; it also served as an
intervention. Each new student of color was contacted by phone and surveyed
by peer counselors who were employed by Student Counseling Services, then
offered information about University resources. The program discontinued due
to budget cuts (elimination of the peer counseling program).

e Additional Programs/Events

o aAaoOStftlyS2dza daaAay3datsS aSaairzyé LINRPIAINI Ya
students, faculty and staff on diversity topics.

0 Aninternal diversity committee was established to increase cultural competence
of Student Counseling Services staff on an ongoing basis.

0 Training in cultural diversity awareness is infused throughout SCS training
LINEINFY 6ADPSdS SIFEOK AYyiUSNYy O2YLX SGSa |
internship experience). Diversity projects have addressed a range of issues



including international student concerns, GLBT concerns, concerns around
sizism, etc.
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Student Health Services

e Cultural Sensitivity and Awarened&/orkshops
0 Aseries of workshops designed for the staff of SHS were developed to enhance
the cultural sensitivity and awareness in the workplace. Six sessions were
completed over this two-year period (August 2003 ¢ May 2005).

Calendar of Events:
Auqust2003

A Introduction to Cultural Sensitivity and Transcultural theory using various

theoretical models.
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Inclusion of the Campinha-Bacote Inventory for Assessing the Process of

Cultural Competence Among Healthcare Professionalst Revised (IAPCC-
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Cultural Competence.

> >

January 2004
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future presentations on specific cultures.

A [ dzft GdzNI € { Sy &aA (A @ AtiBaraBaFytRin intadaktideS y Sa a a

Transcultural game.

Presentation on the Culture of India.

>

May 2004

A Presentation on the Culture of China.
A Participation in Cultural Assessment with person from India.
A Video vignettes reflecting the cultures of India, China and Egypt followed.

Auqust2004

A Presentation on the Culture of Egypt.

A Participation in Cultural Assessment with persons from Egypt, Nigeria,
Chile.

A Review of video vignettes not viewed in May 2004.



A Discussion of National Standards for Culturally and Linguistically
Appropriate Services (CLAS) in Health Care including group work
reflecting how each standard is currently being met versus which ones

need to be developed within their work stations.

A Using an interpreter versus a translator; Language Resources available.

January 2005

A Presentations on the Black American and Mexican Cultures.

A Participation in Cultural Assessment with persons from Hispanic culture
and Black American culture.

A Case studies on various cultures already introduced for different work
groups i.e., nurses/practitioners/doctors, pharmacists,
insurance/business, lab tech/radiology techs, clerical persons.

May 2005
A Presentation of one Complementary Therapy ~ Reiki by a Reiki Master.

A Presentation on the Native American culture ~ by an expert on Native
American cultural and healing practices.

A Completion of the Campinha-Bacote Inventory for Assessing the Process
of cultural Competence Among Healthcare ProfessionalsT Revised
(IAPCC-R) [used by permission].

AReflection on the whole process of practicing Cultural Competence in the
workplace.

0 Based on reactions of participants to the final session, further in-service sessions
on Complementary and Alternative Therapies and their use in the Student Health
Services arena would be a positive area to pursue. Another suggestion might
include having student leaders from various cultural/religious groups
represented on campus to come and talk with student health services personnel.

Cultural @mpetency Needs Assessment
0 An organizational cultural audit was conducted online between February 20,
2007 and March 2, 2007. Fifty staff members (out of 65) completed the
anonymous survey. Based on the audit results, the following areas were
identified as organizational priorities:
AProvide resources and opportunities to improve staff cultural
competency.
ASystematically assess cultural competency in performance reviews.
AAdd the following cultural competency questions to the online patient
satisfaction survey:
1. Do you feel your personal values were respected by the Student
Health Services staff you encountered during your visit?
2. Do you feel you were respected throughout your visit with regard
to your attributes of age, race, ethnicity, gender, physical abilities,
sexual orientation?
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University Housing Services

e Cultural Dinners

0 The purpose of the Cultural Dinners is to create an environment that exposes
students to various aspects of cultural diversity in an effort to expand their
knowledge regarding the global society in which they live.

0 The department is in the process of exploring all avenues in order to continue to
improve the program and establish it as a signature event, not only for the
department (as it has always been) but also for the university and the
community. The department is also exploring partnerships and other creative
methods in order to increase attendance from the university community,
particularly students.
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University Police Department

The Illinois State University Police Department (ISUPD) has aggressively pursued all avenues of
inclusion and outreach over the last 25 years.

e Minority and Police Partnership (MAPP)
0 ISUPD is a co-founder and charter member of the Minority and Police
Partnership (MAPP) founded in April 2001.

e Hate & Bias Crime Training Program
0 The lllinois State University Police Department was the first law enforcement
agency in the United States to require all of its police officers to complete the
Hate and Bias Crimes Training Program at the Center for the Study of Hate &
Extremism at California State University, San Bernardino. All supervisors were
additionally required to take the advanced course of instruction.

e Diverse Police Force
0 ISUPD is committed to hiring a diverse staff. Today 17 percent of the department
is comprised of underrepresented populations; 82 percent of the force holds a
baccalaureatalegree; 41 percent of our police officers are female; and 50
percent of police supervisors (corporals, sergeants, lieutenant) are female.

e Traffic Stop/Racial Profiling Data
0 Traffic Stop/Racial Profiling Data shows that there iS nota disproportionate
amount of minorities being stopped and or/search by officers from ISUPD.
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Registered Student Organizatiorsere are over 300 Registered Student Organizations
(RSOs) at lllinois State University. Listed below are organizations that plan ongoing and annual



events with a focus on initiatives that support a welcoming campus environment and help to
prevent intolerance.

ExOfficio Groups

The Asian Pacific-American Coalition (APAC), the Association of Latin American Students (ALAS),
Black Student Union (BSU) and ISU Pride have special ex-officio status within the Student
Government Association (SGA) structure and serve as representatives for their respective
constituencies. These organizations also have access to funds allocated specifically for their
programmatic efforts.

Starting in July 2009, the Dean of Students Office will have on staff a Specialist for
Underrepresented Student Group Advisement in Diversity Advocacy. The Specialist will be
responsible for advising the three ethnic and one GLBT ex-officio groups (Asian Pacific-
American Coalition, Association of Latin American Students, Black Student Union and ISU Pride)
and for providing the groups with consistent support and professional expertise in the planning,
implementation and assessment of their programs® [ A a0 SR 0SSt 26 | NB
signature events that occur annually.

e Asian Pacific American Coalition (APAC)
0 Welcome Picnic (August)
0 End of the Year Cultural Dinner (April)

e Association of Latin American Students
0 Bienvenidos (September)
0 End of the Year Formal (April)

e Black Student Union
0 Quad Jam/Kick Off (September)
0 Black Heritage Ball (February)
0 End of the year BBQ (April/May)

e [SU Pride
0 Ally Night (October)
0 National Coming Out Day (October)
0 Day of Silence (April)
0 The Drag Show (April)

e Student Government Association (SGA)
0 Diversity Week (Fall & Spring)
0 Co-sponsorship funds

e Ethnic/International
0 African Student Association
A African culture night
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0 Caribbean Student Association
A Caribbean Night
0 Chinese Student & Scholars Association
A Chinese New Year Celebration
0 Indian Student Association
A Taste of India
0 Korean Student Association
A Korean Night
0 Spanish Club
A Fiesta Latina
0 United International Association
A International Fair (I-Fair)

¢ Entertainment/General/Performance
0 Black Actors Guild
A Ongoing performances dedicated to African American playwrights
0 Profound Pioneers
A Open Mic
A Urban fashion and dance show
0 Creative I.N.K.
A A seasonal publication that represents the experience of the
underrepresented students
Interdenominational Youth Choir (IYC)
A Gospel concerts
0 NOIR Dance Troupe
A Regular performances at University events
A Fashion Show & Dance Recital

o

e Social Issues

0 BlackSTARR
A Black Awareness Conference

0 Feminist Led Activist Movement to Empower (FLAME)
A Take Back the Night Awareness Rally
A Vagina Monologues

0 Global Review Student Association
A Weekly international current events forum

0 National Association for the Advancement of Colored People (NAACP)
A Dr. Martin Luther King Dinner

0 Social Justice Project
A Documentary screenings
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Institutional Advancement



Alumni Relations

The Alumni Relations office works on behalf of the Alumni Association and University
Advancement to provide programs, services and events which connect current and future
alumni to their alma mater.

We make a concerted effort in every issue of the Alumni Magazine and Alumni Enewsletter,
and in imagery on the Alumni website, to represent a diverse array of alumni.

¢ lllinois StateAlumni Magazine
o lllinois Statds published to connect alumni to the mission, goals, people and
programs of Illinois State University through a positive, informative and
entertaining magazine.
0 The intended audience includes over 150,000 alumni, staff and friends of the
university.

e Alumni Enewsletter
0 The monthly enewsletter is sent to inform alumni about current happenings at
the University in an ADA compliant format.
0 The intended audience is alumni, staff and some students.

e [SUBCA lllinois State University Black Colleagues Association
This African American alumni group has been in existence since the mid 1980s. A core
board of 10 to 15 alumni takes the lead on planning various initiatives. Each year,
ISUBCA plan a variety of programs including:
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the lllinois State Black Alumni Association as a way to encourage minority
students to excel at ISU and provide a point of contact for students to engage
Black Alumni. The event provides an opportunity to answer any questions that
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at lllinois State University.
o Partner with Admisions on African American Student Recruitment
A Involvement includes making phone calls to admitted students and
hosting three Meet & Greets around Chicago area.

o0 Scholarship Fund Raising
A In 2008, they awarded seven scholarships:

e 4 ¢ Judge Russell Debow scholarship.

e 1 ¢ Office of the President Book Scholarship (funded through the
t NEBaARSYyiQa hF¥FFAOS odzi ./ ! OK224aS

e 1 ¢ Office of the Vice President for Student Affairs Book
Scholarship (funded through the VP for Student Affairs Office but
BCA chooses the recipient).



e 1 ¢ Vincent Lionel Davis Scholarship (managed through the
t NP @2 a (ib@&CA ehdoFesitid Gecipient).
o Endowment of the Judge Russell Debow Scholarship
A During the 150" celebration, the ISUBCA initiated a special fundraising
campaign and successfully endowed this scholarship.
0 Homecoming
A A signature event for the group, this weekend features a number of
events:
e Friday evening get-togethers.
e Saturday parade and tailgate with Diversity Advocacy.
e Saturday evening party.
e Annual Scholarship Brunch, which is an opportunity for alumni to
meet the BCA scholarship recipients and hear from University
Administrators including President Bowman, concludes the
weekend.
o Redbird Fridays
A Informal gatherings at restaurants/bars on the 2 Friday of each
spring/summer month (usually April through September). Locations have
included Chicago, Chicago suburbs, Bloomington-Normal and East St.
Louis.
o Monthly Board Meetings
0 Annual Newsletter

z
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scholarships.
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lllinois State University Athletics

The lllinois State University Athletics Department is committed to academic and athletic excellence as it
prepares today's student-athletes to become tomorrow's leaders.

e Community Days
0 The purpose of this ongoing event is to promote and encourage various
community groups to attend and participate in Athletic events throughout any of
the 19 intercollegiate seasons during the academic year.
0 The target audience is the faculty/staff/student focused days at various games or
events.

¢ Cinco de Mayo
0 The purpose of this annual event is to promote and celebrate women in Athletics
FYR G2 SyO2dzN)» IS FSYIES adaddzRSyda
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¢ KS t NB #ideREGWTriitQESenthhosts a variety of events that foster a welcoming

campus environment and helps to prevent intolerance.

e Strand Award
0 Established in 1995 by David A. Strand, The David A. Strand Diversity
Achievement Award honors faculty and/or staff members who have made
extraordinary contributions to curricula or programs that help lllinois State
University respond to its commitment to diversity.
0 Presented annually at Founders Day since 1995.

e Diversity Events
0 ¢KS t NBaAaARSY(iQa h¥TAidBorsland RansayaieSfNR A (& 9
events that support community and promote diversity. Listed below are
specific events since 2002.

A July 12, 2002 ¢ Dinner honoring Israeli Consulate including a Shakespeare
performance.

A August 13, 2003 ¢ Dinner honoring Korean Dignitaries

A September18,2003¢/ 2 YYdzy A& [ dzy OKS2y K2y 2NRAy3
community center leaders.

A April 20, 2004 ¢ University Advancement Diversity Workshop

A November 2, 2005 ¢ Japanese Dinner honoring guests from Hokkaido
University

A January 13, 2006 ¢ Martin Luther King, Jr. Reception honoring past
winners of the Bloomington-b 2 NY I £ | dzYly wSft |l A2y a /[ z
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A May 23, 2006 ¢ Thai Ministry of Education Dinner honoring Dr. Benja

A July 13, 2006 ¢ Thai Dinner honoring KNR visiting faculty

A September 26, 2006 ¢ Young Ha Luncheon

A November 27, 2006 ¢ Women & Gender Studies Luncheon featuring
Yvonne Bezerra de Mello

A April 26, 2007 ¢ Women & Gender Studies Luncheon featuring Delores
Huerta

A June 21, 2007 ¢ Student Affairs Legacy of Leadership honoring past
student leaders

A July 1, 2007 ¢Dinner honoring visiting Korean Dignitaries

A October 4, 2007 ¢ Keynote address featuring Henry Louis Gates

A June 25, 2008 ¢ Dinner honoring the lllinois State University Black

Colleagues Association
A January 23, 2009 ¢ Martin Luther King, Jr. Dinner featuring Danny Glover
& Felix Justice
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Recommendations
The following is a summary of the recommendations from the subcommittee:

1. Develop a University diversity statement with clearly outlined strategies for
implementation issued from the Office of the President.
2. Create a Chief Diversity Officer or Diversity Office (led by a cabinet level
administrator with a budget and staff) to implement the following:
e Oversee the coordination of diversity initiatives planned by faculty and staff;
e Develop a comprehensive cultural competency training for faculty and staff;
e Develop diversity goals including strategic steps for implementation for all
positions on campus (including the tenure process);
e Improve communication about the diversity related programs, events,
activities, and services provided on campus;
e Develop an ongoing diversity assessment plan to examine the curriculum and
insure accountability.
3. Continue the Diversity Taskforce or establish a council to implement a diversity
strategic plan.
4. Clarify the role of the Office of Diversity and Affirmative Action and review the office
name to ensure that it is aligned with the role of the office.
5. Establish a mentoring program to assist with the retention and professional
development of underrepresented faculty and staff.
6. Improve communication and awareness across campus and within the community
about diversity education, programs and activities.
7. Create partnerships with the community to develop programs focused on diversity
and culture that incorporate employees of the University and their families to
welcome them to the Bloomington-Normal area.
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The Cultural/Social Subcommittee Report

President Al Bowman has established a Diversity Task Force that he charged with "creating a
campus community dialog on diversity . . . [and] examining University programs and activities
that combat intolerance and promote community." Our sub-committee (Cultural/Social)
looked at the academic areas of the University (as distinct from extracurricular or campus-life
matters).

Our assessment included:

1. Aninitial assessment of campus educational resources, such as Milner Library,
U-Club, Safe Zone, RSOs, etc.

2. Atargeted pilot survey for College, Department and School deans, chairs and directors,
respectfully, to gather initial information regarding what is happening on the curricular
level and departmental/school sponsorship of activities and events related to diversity.
(Please see attached survey.)

The survey was sent to 34 deans, chairs and directors via email attachment from Associate
Provost Jan Shane Murphy. The email explained the purpose of the study and had given a
deadline to respond. Of the 34 deans, chairs, and directors, who received the email with
survey, sixteen (16) responded. The survey included four brief open-ended questions to
allow for ease of response and timeliness (specifying a specific deadline and plan to follow
up.)

The completed surveys revealed a wide variety of definitions of and perspectives on
diversity at lllinois State University. Although some stated that diversity is not represented
within their courses, many Departments and Schools have made the issue of diversity
priority:

1. The Department of Technology (Richard Boser, Chairperson) created diversity goals and
encourages all its sequences/programs to have diversity goals consistent with the
Department and ISU goals. The Department strives to create a learning environment
where students engage in global issues that promote diversity. Sequences are also
encouraged in their annual plans of work to include specific action items to recruit
students from underrepresented groups.

2. The Educational Administration and Foundations (Patricia Klass, Chairperson). The entire
5SLI NIYSyYyGQa dzyRSNB N} Rdzl GS F2dzyRFGA2Y 02 dzN.
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doctoral levels, diversity topics are addressed in many courses. Additionally, the College
of Education has a Diversity Committee that provides events and activities.



3. The School of Communication (Larry Long, Director) has many courses devoted to
diversity that are offered each semester. Among them: COM 110: Communication as
Critical Inquiry; COM 272: Intercultural Communication; COM 128: Gender and
I 2YYdzy AOFGA2YT YR / ha ooMY [/ 2YYdzyAOlI GA2Y
Forensics program is committed to diversity, as scholarships are offered for Urban
Debate League students. The School also noted that its Forensics Union (speech and
debate) is one of the most diverse RSOs on campus.

4. The English Department (survey completed by Susan Kalter, Chairperson of Ethnic
Studies Program). Currently, the Director and advisor of the interdisciplinary Ethnic
Studies Program (a minor program) are housed within the English department. Eight
faculty members from English contribute formally to that program and about four to
seven others from English contribute informally through both undergraduate and
graduate level instruction and through publications in the field nationally and
internationally. The minors within the Ethnic Studies Program include: Native American
Studies Program; African American Studies Program; Latin American, Caribbean, and
Latino/a Studies Program; African Studies Program; Middle Eastern and South Asian
{GdzRASAa t NRPINIYT 22YSyQa |yR DSYRSNJ {{GdzRAS
Program. With regards to activities, membersof 1 KS 9y 3f AaK 5SLJ NI YSy ¢
Diversity Committee, Professional Growth Committee, and other Departmental
members plan educational activities every semester in issues that deal with diversity.

5. The Department of Family and Consumer Sciences (Connor Walters, Chairperson) intent
is to incorporate aspects of diversity in all classes with three courses in the department
Ff NBlI Ré KIFI@GAy3a ALISOAFTAO SYLKI&Aa 2y SELI yR
with global interdependence (FCS: 222: Cultural Diversity in Dress; FCS 347: Human
Factors in Interior environments; and FCS 364: Basic Skills in Counseling.).

6. The Department of History (Diane Zosky, Chairperson) has numerous courses that
address diversity:

HIS 111 American Diversity

HIS 112 American Family: Chance and Diversity
HIS 257 African-American History to 1865

HIS 258 African-American History since 1865
HIS 261 History of Women in the US to 1865
HIS262 History of Women in the US since 1865
HIS 264 History of Women in North America
HIS 270 World Religions/World Views

HIS 210 Native American History

Additionally, the Department of History offers several other courses that focus on
various regions/cultures of the world including Japan, China, Mexico, Cuba, Latin
America, Europe, Asia, etc. As per NCATE accreditation standards, the History/Social



Sciences Education Methods courses incorporate teaching diverse learners as part of

instruction and clinical experiences for students. Students must participate in 50 clinical

hours (pre-teaching hours) in diverse settings. The History/Social Sciences Education

program participates with several other departments on the Urban Teacher Education

grant. As per academic activities, The Department of History funds a Black History

az2yidK &ALISIF{SNI YR O2yiGNARoO6dziSa G246k NRa O2ail
and Women and Gender Studies Symposium.

The Department of History (Dr. Ron Gifford, Academic Advisohps an array of
courses/programs/fields of study that promote diversity. CANB G X Ay GKS | yA @S
DSYSNIt 9RdzOF A2y LINBINIYZ | Aad0G2NE NBE3Idz I N
American Diversity, which meets the Middle-Core U.S. Traditions requirement and

H104, which is a global studies class that meets the Outer-Core Humanities

NEIj dzZA NBYSy i o ¢CKS fFGGSNIFfa2 YSSGa addzRSy
H111 focuses predominantly on race, class and gender in the U.S. from an historical

perspective, H104 focuses on one of the following: African, Asian, Latin American,

Middle Eastern, or Native American history. Second, all History-Social Sciences Ed.

Students are exposed to clinical hours in an urban setting, including a trip to Little

Village in Chicago at the end of the semester plus twenty hours of diverse field

experiences prior to student teaching. Third, all majors are required to take two

St SOGAPSa OUKAABNYSROI FNKY2Y | Al &thel GAYy !
department provides seats in courses required for a number of minors: Women

Studies, African Studies, African-American Studies, Latin American Studies, Middle

Eastern Studies and Urban Studies. Dr. Gifford is the advisor for at least three of these

minors. In the methods courses, H290 and H390, we spend a great deal of time teaching

about diverse learners and preparation for meeting a shifting demographic in the

A0dzRSY (O LR LMz | A2y d ¢KA& Aa 2dzad F &l YLI AY
diversity.

. The Department of Sociology and Anthology (Fred Smith, Chairperson/Submitted by

Maura Toro-Morn (Director of Latin American and Latino/a program). TK S 5 S LJ: NI Y S y i
[FGAY 'T'YSNRAOIY yR [FOGAYlFk2 {0dzRABa LINE I NI
visibility in the university by planning, organizing, and participating in a wide range of

speaker series, panels, activities, and collaborations with local community organizations.

Additionally, Student enrollment in the program grew significantly during the last

academic year. At the end of the academic year, there were 18 declared minors, three

of whom graduated in May 2008. The current demographic breakdown of minors is 6

men and 9 women, with 6 being Latino/a students and 9 being Euro-American/White

students. Further, the program has a total of 43 affiliated faculty members representing

every single college across the university. The Department is very proud of the diversity

and productivity of the faculty in the program.
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Theatre and Music offer a variety of academic courses, programs, and activities that
address diversity:

The School of Theatre (John Poole, Director) offers numerous courses that address
diversity issues. These courses include:

THE 154 Introduction to Black Drama and Theatre;

THE 271 Studies of Non-Western Film;

THE 275.01  World Arts: Theatre;

THE 275.02  World Arts: Film;

THE 374 Multicultural Perspectives in Dance;

THE 300 Topics in the Literature of the Theatre (Topics have included
Women Playwrights and Queer Theatre);

IDS 121.39 Text and Context: Contemporary Women Playwrights (of all
races);

IDS 121.37 Theatre and Film: Exploration of the Black Identity in America; and

Other Text and Context Classes have addressed diversity issues including Native
American Theatre.

All theatre students are required to take theatre history, which includes important

contemporary plays by diverse playwrights. These plays often explore issues of race,

class, gender and sexuality. The theatre history and literature course offerings are an

integrated curriculum. The historians strive to include diversity within the core

coursesT including information on the development of African American theatre (e.g.

the Theatre History II)T rather than treating such history is tertiary to the experiences

2F Iy Fa&ddzYSR aYIFAYaiNBFYé 2F ! YSNAROIY Odz

In acting, directing, and design/production courses, students are exposed to plays by a
diverse group of playwrights that deal with issues of race, class, gender and sexuality.

Additionally, the School of Theatre encourages non-traditional and colorblind casting in

its production program. One production a year is produced in cooperation with the
Crossroads Theatre program in the School of Theatre. Emphasizing co-curricular

LI FyyAy3as [/ NPaaNRlFIRaAaQ YAaaAirzy F2ft26ay

Crossroads Theatre and its productiensourage and explore performances that

address the issues and experiences of ethnic minorities in the United States and the
experiences of international cultures, including Asia, The Middle East, Africa, Latin

' YSNAOIZ YR GKS LYRAISy2dza tS2L) Sa 2F GKS
enrich the educational experiences of students in the School of Theatre by sponsoring

visits by guest artists and scholars whose work coincides with the mission of Crossroads
Theatre.



10.

Other performance academic programs include:

e Black Actors Guild ¢ RSO that presents plays by African-Americans.
e 22YSYy Qa ¢RSOP @ripdwér women through creative expression
e FreeStage ¢ RSO that encourages productions of new plays.

The School of Music (Stephen Parsons, Director) offers several general education
courses that expose university students to diverse types of music. These courses
include: Black Music |, Black Music Il, and World Arts: Music. Non-Western Music
Literature is a required course for music majors, intended to introduce students to the
music of other cultures. There is certainly a desire to give students some idea of music
outside of the western tradition.

a Aty S NJI (DnivasshLitdEi€d, Dean) collections, services, and programs strive to
provide a broad and deep perspective on all issues of ethnicity, race, and gender. The
library has also supported speakers in a number of programs that provide varying
cultural perspectives and has built of its resources as new programs emerge. Of
particular note, next spring the library will host an NEH exhibit that will allow
showcasing of an array of speakers and programming on one aspect of African American
culture. This will be its fourth NEH exhibit - a remarkable record.

lllinois State Univers G 8 Qa [ 6 { OK22fa 6¢K2YlLa aSaolft¥

School). The ISU Laboratory Annual Report listed the following enroliment by
race/ethnicity for the 20072008 school year:

Metcalf U-High Unit 5 State
Asian/Pacific Islander 9.7% 7.3% 8.3% 3.9%
Black, non-Hispanic 13.8% 8.3% 10.7% 19.2%
Hispanic 7.0% 2.3% 4.2% 19.9%
Native American 5% 5% 5% 2%
White, non-Hispanic 65.8% 79.3% 73.7% 54.0%
Multi-racial 3.2% 2.3% 2.6% 2.7%

The ISU Laboratory Annual Report categorized the lab school teachers by
race/ethnicity and gender for the 2002008 school year:

Laboratory Schools (Combined) State
Asian/Pacific Islander 1% 1.3%
Black, non-Hispanic 3.1% 8.7%
Hispanic 1% 4.9%
Native American 0% 2%
White, non-Hispanic 94.8% 84.9%
Male 27.8% 22.9%

Female 72.2% 77.1%



The 20052007 U.S. CensusiBau Report for Bloomington and Normal, Illinois, based on
race/ethnicity, gender and age:

Normal, Illinois ACS Demographic Estimates Estimate Percen u.S
Normal, lllinois -- Total population 50,398
Male 23,813 47.2 49.2%
Female 26,585 52.8 50.8%
Median age (years) 23.5 (X) 36.4
Under 5 years 2,690 5.3 6.9%
18 years and over 41,693 82.7 75.3%
65 years and over 3,885 7.7 12.5%
One race 49,711 98.6 97.9%
White 44,049 87.4 74.1%
Black or African American 4,113 8.2 12.4%
American Indian and Alaska Native 25 0.0 0.8%
Asian 1,228 2.4 4.3%
Native Hawaiian and Other Pacific Islander 0 0.0 0.1%
Some other race 296 0.6 6.2%
Two or more races 687 1.4 2.1%
Hispanic or Latino (of any race) 1,603 3.2 14.7%
Bloomington, lll. ACS Demographic Estimates Estimate Percen U.S
Total population 70,482
Male 34,525 49.0 49.2%
Female 35,957 51.0 50.8%
Median age (years) 32.6 (X) 36.4
Under 5 years 5,044 7.2 6.9%
18 years and over 53,163 75.4 75.3%
65 years and over 6,591 9.4 12.5%
One race 68,763 97.6 97.9%
White 56,844 80.7 74.1%
Black or African American 7,162 10.2 12.4%
American Indian and Alaska Native 51 01 0.8%
Asian 3,433 49 4.3%
Native Hawaiian and Other Pacific Islander 0 00 0.1%
Some other race 1,273 1.8 6.2%

Two or more races 1,719 24  2.1%
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Hispanic or Latino (of any race) 2,362 34 14.7%
Source: U.S. Censiaireau, 200822007 American Community Survey for Bloomington,
Normal lllinois

Explanation of Symbols:
'(X)' - The value is not applicable or not available.

After reviewing the various survey responses, the Cultural/Social Subcommittee felt it
necessary to ask: What do we really expect Departments and Schools to offer in regards to
diversity? In response, the Subcommittee makes the following diversity recommendations:

Recommendations

1. Continue the Diversity Task Force to form a Diversity Council to sustain the campus
community dialogue on diversity, and the task of examining University programs and activities
that combat intolerance and promote community, and to foster a welcoming environment for
all stakeholders (students, staff, faculty, and administrators).

2. Hire a diversity administrator to head ongoing diversity strategies and together with the
S5AOSNBRAGE [/ 2dzy OAf 62NJ] G2 | 002YLX AaK (GKS TF2ff

below):

a. Develop a University Diversity Statement to include all ISU stakeholders (faculty, staff,
and students);

b. Implement diversity training for faculty, staff and students;
c. Continue diversity research; and

d. Enhance communication about diversity related programs, services, events and
activities."

3. Conduct a comprehensive and in depth campus-wide survey that assesses the campus
climate for diversity.

4. Increase communication and awareness across campus, the Bloomington-Normal
community, and ultimately nationwide about ISU diversity in curricular, programming, activities
and events.



5. Reexamine the elements of diversity within the curriculum, particularly in general education
courses.

6. Provide specific tools, strategies and training for helping faculty to teach in a diverse
classroom, as well as doing research in a diverse society.

7. Initiate recruitment and retention efforts to achieve diverse faculty, administrators, staff and
student populations.

8. Investigate multicultural centers and other university initiatives.

9. Explore the possibility of having each department/school articulate goals related to diversity
and a mechanism for insuring accountability.



RESEARCH TOOL

The Cultural/Social Subcommittee Diversity Report

To:  Deans/Chairs/Directors S o o o
From: 4EA O0OAOEAAT 060 $EOAOOEOU 4AO0E &I OAA j#010
Re: President's Diversity Group (Diversity Survey)

Date:

As you may be aware, President Bowman has established a Group that he charged with
"creating a campus community dialog on diversity . . . [and] examining University programs
and activities that combat intolerance and promote community."Our sub-committee is
looking at the academic areas of the University (as distinct from extracurricular or campus
life matters). We ask your help in our efforts to summarize what we already do with

respect to diversity issues as a basis for suggesting further/additional/othethings the
University should do.

We ask that you or some knowledgeable member of your faculty give us answers to the
following questions:

1. What, if any, are specific components of your programs' curricula (courses, internships,
observations, etc.) hat deal with issues of diversity?

2. Are there any educational goals or activities that are addressed in multiple courses (e.g.
writing across the curriculum) in your programs that deal with issues of diversity? if so,
please elaborate.

3. Are there ary accreditation mandated or suggested curricular elements that you may not
yet include in your curricular requirements? If so, please elaborate.

4. Are there any supportive academic activities (e.g. events, activities, resources, etc.) in
your area thatdeal with issues of diversity? If so, please elaborate.

Even at the risk of duplication of data for us to collate, please do include your contributions
to the University's General Education requirements along with your major requirements.
Specificexamples will help us understand your explanations.

We thank you in advance for taking time to complete this survey.
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Introduction

In responding to the charge of President Bowman, the campus life subcommittee has prepared
the following report, which summarizes our analysis of campus life at lllinois State University
and our recommendations for enhancing the campus climate. Given the immensity of this
evaluation and the time and resource limitations we faced, the subcommittee feels that while
our evaluation yielded a great deal of meaningful information, it is a preliminary analysis that
warrants further exploration. Further, the subcommittee found that the health, safety, and
recreation dimensions of campus life transcend diversity discussions. While there is a diversity
component to these dimensions of campus life, the subcommittee found that these issues
affect students and employees equally regardless of group membership. We therefore believe
that analysis that is independent of our current inquiry is warranted. The organization of our
report highlights the institutional, academic and student life, employment, and community
dimensions of campus life as the subcommittee found these dimensions to be more
significantly connected to diversity and more significantly affecting the campus climate.

Method of Inquiry

The Campus Life Subcommittee gathered information from three main sources.

First, we gathered extant internal data available through the Office of Assessment, Office of
Diversity and Affirmative Action, and other sites that collect statistical data at ISU. We
reviewed existing reports, surveys and planning documents. A detailed listing of the sources we
utilized in our analysis is included in the references following our report.

Second, we conducted a series of discussion groups with key constituencies around campus.
These informal conversations provided insight into the perceptions and opinions of faculty,
staff and students as they relate to employment, health, safety, recreation and general campus
life at Illinois State University, key focus areas of this report. Given our time constraints, our
data gathering was limited to discussion forums hosted by various campus groups (Appendix B).
The subcommittee formulated questions (Appendix A) that were asked at each discussion
forum to give insight into the current perceptions of faculty, staff and students as they relate to
employment, health, safety, recreation and general campus climate. Members of the
committee served as both facilitators and note takers. These notes were then condensed and
used in our preliminary analysis. Further, comments from the discussion groups were reviewed
and categorized to identify themes (Appendix C).

Thirdly, we turned to the available scholarly literature and national educational reports
pertaining to the key themes underlying our work. We know that diversity has been studied
extensively by social scientists and educators including several scholars at lllinois State
University thus we sought to incorporate key themes and insights generated by more robust
research processes. The subcommittee reviewed reports, research, plans and surveys from
academicians, committees and departments within the University as well as peer institutions
and diversity-related organizations. While we found the information available from external
sources such as peer institutions and diversity-related organizations to be rather limited, we
found a number of studies and research documents from within the University that are
reflected in our report.
{AYyOS (KS
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discrimination Policy, we defined diversity as issues involving race, color, religion, sex, national
origin, sexual orientation, age, disability and/or veteran status. Similarly, we use the term
minority to differentiate majority and non-majority groups, not to indicate a specific ethnic or
minority group as is often the case in modern day vernacular.

Limitations

The qualitative data we gathered through conducting discussion groups presented us with a
partial but current view of the campus climate at lllinois State University. One significant
limitation, however, was access to groups and lack of access to those with disabilities and
veterans. Additionally, in a few instances participation within key communities was also
limited. Despite these limitations, we believe the discussion groups yielded valid information as
the themes we heard were consistent across the campus groups and were supported by the
internal data and literature that we reviewed. Given additional time and resources, the
subcommittee believes developing a formal research agenda including focus groups would be
beneficial.

We also encountered limitations with our review of extant data and literature. First, in the last
ten years social scientists and educators have generated a vast body of literature about a range
of issues related to diversity and climate in higher education that we could not summarize in
such a short time. Second, the data and literature we referenced came from various studies,
surveys and committees which focus on specific minority groups. Thirdly, the data and
literature that the subcommittee gathered and reviewed was the result of the knowledge,
associations, and contacts of various subcommittee members. Based on this fact, it is fair to
say that there may be other germane and valuable sources that our subcommittee did not have
access to, but could be consulted in future efforts. We recognized that peer institutions could
also offer insight into the topic we sought to address, but again, data was limited and difficult to
access. As a result, we were unable to draw comparisons between Illinois State University and
our peer institutions.

Findings

Institutional Climate

Academic institutions around the nation have wrestled with the issue of diversity for many

decades. Providing an overview of these struggles is beyond the scope of this report, but some

issues revealed in both the literature and our focus groups are immediately apparent.

Educators and policy makers have wrestled with appropriate ways to frame institutional

commitments and approaches to diversity. In fact, James Anderson (2007) writes in the
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diversity issues within a few specific domains such as admissions, multicultural academics, and

faculty hiring. Anderson argues that this approach has constrained the impact of many diversity

programs, resulting in only is short-term gains. Anderson recommends that diversity efforts

need to be clearly articulated and integrated institutionally through the ranks by both
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potential and power to transform institutional climates, and it takes strong, transformative
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Evidence of a growing institutional commitment to creating a culture of inclusion and diversity

can be found in the development of diversity statements by top administrators and the creation

of a chief academic officer responsible primarily for implementing diversity policies. In 2004,

Don Randel, President of the University of Chicago issued a public statement articulating the
AYyaadAGdziaz2ylf O2YYAUGYSyd (2 RAGSNEAGE® | S LJIN.
profoundly shaped the course of research and education at the University throughout it

KAaid2NR dé Iclhdad adectibndrXné Galids of Adjlerse faculty, the role of the

dzy A @SNEAGE Ay (NI AYA y-disciplifarp @sdacii B sedtioh Pcusedkos G f dzS
the role that students play as a source of diversity in the institution highlighted how
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beneficiaries of the institutional commitment to diversity. Staff and community relations were

also identified in his diversity statement as playing an important role in shaping how the

mission of the university with respect to diversity gets carried out.

Prof. Randel then appointed Prof. Ken Warren as Deputy Provost for Research and Minority

Issues. On a recent visit to campus, Prof. Warren described his position as one that monitors
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climate of inclusion. Indeed, the creation of a chief diversity officer position has emerged as a

new strategy to address institutional commitments to diversity. James Anderson (2007), who
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An added institutional dimension to developing policies and appointments focused on diversity

is that some confusion exists about the definition of diversity. In an article published in the

Chronicle of Higher Education Damon A. Williams and Katrina C. Wade-Golden (2008) write
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continuation of the civil rights movement. Diversity efforts are important because they are

fundamental to quality and excellence in the world in which we live today. Moreover, diversity

is more than a black-white binary; it now includes race, ethnicity, gender, sexual orientation,

ability, nationality, religion and host of other dimensions® Our findings suggest that this

perspective is shared by various campus constituencies who voiced concerns about the

preparedness of our students for the global environment they will encounter upon graduation
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study on Heterosexist Harassment revealed, the campus climate has far reaching affects on our

students including influencing academic performance, retention, and health issues such as drug

and alcohol use. Research we reviewed suggested that most universities in lllinois received a

failing grade with respect to the inclusion and representation of issues of sexual orientation and

gender identity in the public face that universities present through their websites (lllinois Safe

Schools Alliance, 2008). Although ISU fared better than other institutions, we discovered that

there is more work to do with respect to gender and sexual orientation (lllinois Safe Schools

Alliance, 2008). Creating an institutional culture that is attentive to the needs and issues of



such a diverse community requires an institutional commitment of intellect, resources and

leadership.

The overall consensus from various campus constituencies and studies was that ISU has made

strides, but there is still more worktobedone. ¢ KA & LINRPINBaa Aa NBTFfSOGSF
2006 campus climate survey which indicated that although the perceptions of the ISU climate

were different between racial/ethnic minority students and majority students, minority

perceptions were not as negative as demonstrated by previous research. Further, DeSouza &

Byczek (2006) noted that the differences found were differences of degree, not kind, which

may reflect the efforts already in place at ISU to provide a positive campus experience for all

students. Based on our subcommittee deliberations, we have concluded that theoretically part
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paradigm the unique challenges faced by specific groups are lost within the larger scope of

improving the diversity climate.

Principally, respondents perceived that there is a lack of institutional and individual

commitment to diversity, and that current efforts seemed fragmented. These concerns were
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Administration at ISU as passive and that the campus is perceived as homogenous. In
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with diversity. For example, some issues are addressed publicly while others are not thus

creating perceptions of lack of commitment on issues of diversity. This theme was supported
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respondents indicated a lack of awareness regarding the efforts to diversify the student body.

Further, respondents stated that programs aimed at promoting inclusion and combating

intolerance should be better advertised (DeSouza & Byzcek, 2006).

The absence of either an institutional culture that clearly values diversity or a consistent policy

intended to promote tolerance and inclusiveness has placed minority students and faculty in a

precarious position. Minority faculty and staff reported feeling overburdened to become the

voice of diversity and by having the added responsibility of coordinating campus events. The

Office for Diversity and Affirmative Action (ODAA) was praised for its leadership, but perceived

as understaffed and with limited resources. Some perceived ODAA as primarily responsible for

educating campus community, but recognized they lack resources to do so. The NCA Self-Study

affirms these concerns and points to a need to evaluate the current structure in place for

advancing diversity at lllinois State University. Specifically, an evaluation of the functions and

appropriate structure to provide education, programming, outreach, strategic planning, and

compliance efforts is needed.

Several of the reports and studies we examined affirmed these perceptions and noted that

while some administrators are committed to diversity and the recruitment and retention of

minority employees, these efforts are not consistent across campus (DeSouza & Berube, 2005,

DeSouza, 2005, Bridging the Gaps, 2002-2003). Additionally, it was noted that efforts to

support and advance diversity vary from department to department based on the commitment

by department leaders (DeSouza & Berube, 2005, DeSouza, 2005, Bridging the Gaps, 2002-

2003). These studies as well as a review of the NCA Self-Study point to a need to measure

diversity-related performance at the department level. A 2005 study, Making Excellence

Inclusive: Achieving Equitable Educational Outcomes with all Students recommends that



institutions institute a diversity scorecard framework that includes an institutional receptivity
component.

Academic and Student Life

At the academic level, both students and faculty expressed a range of concerns with respect to
diversity in the classroom impacting student life. Respondents across campus deemed the
academic campus climate at ISU as lacking and incoherent. Educating lllinois, for example,
articulates the value of diversity for the campus community, but only a small number of courses
address that component. Similarly, the university is lacking legitimate programs of study dealing
with diversity such as Ethnic Studies, African American Studies, Native American Studies, and
Latin American and Latina/o Studies. These programs can further support the goals established
by Educating lllinois and help with programming efforts across campus. Faculty also expressed
concerns about the lack of opportunities and support to do research related to diversity issues.
The recruitment and retention of a diverse faculty was also mentioned as critical to improving
academic climate. Our examination of extant studies affirmed these themes. Specifically,
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content is often limited to specific disciplines and higher level courses. Additionally, the
National Survey of Student Engagement (NSSE) (University Assessment Office, 2007) reported
that most students are not including diverse perspectives in their class discussions or writing
assignments and that most students are not having serious conversations with students of a
different race or ethnicity than their own. This data is particularly concerning when viewed in
comparison to our Carnegie peer cohort. Specifically, the NSSE data showed that the means for
2dzNJ / I NYS3IAS LISSNE dubolthe sikdivedsitySeMdedigtestivhs L { | Qa 2y
(University Assessment Office, 2007). Further analysis by the University Assessment Office
(2007) found the differences on these items to be statistically significant.

While several of the studies we examined referenced diversity-related content and sharing
diverse perspectives in the classroom, none of the available resources examined the
effectiveness of current pedagogical approaches in meeting the needs of diverse students.
However, both students and faculty noted in our discussion groups that some instructors are
often insensitive to the learning needs of diverse students.

Minority students expressed a range of concerns about their learning experiences at ISU. First,
some encountered racist comments in the classroom while others expressed that they did not
feel comfortable self-identifying themselves in the classroom for fear of being asked to

z
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in that students reported that their perceptions of safety in the classroom were based on

whether or not pejorative comments about minorities were tolerated in the classroom.
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systems for minority students at ISU are insufficient. Principally, students reported a lack of

activities and organizations to support minority students as well as a lack of support for such

organizations and activities from faculty/staff and students. Similarly,Resa f SNJ 3 %2 a1 & Qa
study noted a perceived lack of gay-friendly fraternities and sororities and few other resources
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insufficient minority faculty role models and this study found that ethnic minority students

viewed having minority faculty role models as more important than did racial/ethnic majority

students. This concern was reiterated in our campus discussions with faculty and students both

noting that the campus lacks a formal mentoring program. Students expressed that they desire

mentoring relationships with their instructors and that they perceive these relationships drive
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student engagement with a faculty member increased, the GPA increased nearly twice as much
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Students reported that residence hall facilities and housing policies are not sensitive to the

needs of students with alternative lifestyles. Additionally, students noted that students in

leadership positions such as Resident Assistants and Teaching Assistants are not sensitive to
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supported these statements with respondents reporting largely negative experiences in the

residence halls. Specificaf f € 3 wSaaf SNJ g %2aleéeQa aitdzReé y23GSR
discriminatory behavior in the residence halls and that LGBT issues were handled inconsistently.

After completing our literature review and discussion groups, we conclude that opportunities

exist to develop and implement a systematic approach to incorporating diversity in curricular

and extracurricular content as well as increasing support resources available to diverse faculty,

staff, and students through student organizations, alumni organizations, mentoring networks

and other support resources. Additionally, opportunities exist to examine the effectiveness of

our facilities and housing options in meeting the needs of diverse faculty, staff, and students.

c

Employment

Feedback from discussion groups concerning employment can be classified into four general
themes: Recruitment, retention, promotion, and workplace diversity.

Members of the discussion groups pointed out that the lack of diversity within the office of
Human Resourcesis LINP 0 f SYI A O Ay GKIFG |w A& 2FG4SydGdAayvYSa
applicants and new hires. A lack of minorities within HR might communicate that the University
is less than welcoming to diverse populations and might hinder recruitment. Discussion group
participants also voiced concern that job opportunities at the university are not sufficiently
advertised so that the information reaches diverse audiences. Further, participants noted
frustration that the civil service hiring process is not conducive to increasing diversity in the
workforce. Although data from the 2002 ¢ 2009 Affirmative Action Plans (Office for Diversity &
Affirmative Action) revealed that lllinois State University has increased its hiring of minority
employees overall from 10.55% in FY2002 to 11.29% in FY2009, further efforts are needed to
examine and enhance the recruitment of diverse faculty and staff, particularly in key areas such
as those that may serve as role models and mentors for students.

Participants also noted shortfalls at the university in terms faculty and staff development and
retention. With regard to development, participants expressed concern that many ethnic
minorities are retiring in the near term and that the University has not built a new generation of
ethnic minority employees to account for the impending departures. Participants also voiced
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Further, minority employees reported that they are often asked to support diversity efforts on
campus that are above and beyond their regular job responsibilities with some participants
stating this results in minority employees feeling overstretched and facing burnout. Finally,
participants stated that there is a lack of support for diverse employee groups and a lack of
awareness that these groups exist. In a related matter, there was a sense of lack of support for
employees who are working parents with childcare needs. Specific examples included the
absence of lactation facilities on campus for working mothers.
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to the retention of diverse faculty and staff. Specifically, DeSouza (2005) found that minority

and majority faculty and staff members reported similar workplace stressors; however,
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(2005) found that minority employees identified their intent to leave lllinois State University at

a slightly higher rate and that issues such as diversity constraints, conservative attitudes in the
Bloomington/Normal community, and lack of employment opportunities for a spouse or

partner were all contributing factors affecting intent to leave.

Concerns about recruitment and retention of faculty and staff were also expressed in the

Bridging the Gaps Report (2002-2003), where participants reported that several issues affected

the recruitment and retention of minority and female faculty and staff members including that

minorities are not given same professional and promotional opportunities. Bridging the Gaps

(2002-2003) also cited that faculty members reported that they do not receive the same

treatment by and respect from students in the classroom and other settings. They also

indicated concerns for safety related to disclosing their sexual orientation. Participants in this

study expressed a need for improved partner and spouse benefits, as well as onsite daycare

facilities (Bridging the Gaps, 2002-2003).

Finally, there is a sense that diversity efforts vary according to the department and some
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Specifically, some group participants noted their departments are supportive of diversity

efforts. While some employees are not always aware of the needs of diverse employees,

participants expressed that they often are open and accommodating when the needs are

revealed. This inconsistency is demonstrated by that fact that many departments make little or

no efforts to support the recruitment and retention of diverse faculty and staff, while other

areas, such as the College of Arts and Sciences have formed a committee to examine and

enhance efforts to recruit, retain and develop women and minority faculty and staff members

(College of Arts and Sciences, 2003 ¢ 2005).
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diversity. DeSouza & Berube (2007) found that, Gperceived support for organizational diversity

was significantly correlated with turnover intent suggesting that developing and maintaining

strong perceptions of institutional support may have positive organizational outcomes.€

Further, DeSouza & Berube (2007) found that minority participants perceive significantly less

support for organizational diversity than did non-minority respondents. Although the survey

indicated that race/ethnicity may not be associated with higher levels of incivility in high-status

jobs, such as administrative and professional, it is present in low-status jobs such as clerical
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(Berube & Schneider, 2007). Similarly,5 S{ 2dzl I 3 . S NYaon8®aminortyn p a i dzR &
participants perceived significantly less support for organizational diversity than did non-
minority respondents. These results are in keeping with prior findings that showed that

minority employees faced different work conditions compared to non-minority employees
(DeSouza & Berube, 2005).

Community

While the focus of this task force was directed towards the Illinois State University community,

the discussion forums briefly addressed issues of diversity and inclusion for the greater

Bloomington-Normal community. The overall consensus is that while Bloomington-Normal has

become a more inclusive environment over the years, there are still many issues that prevent

diverse students, faculty, and staff from feeling comfortable within the community. Recurring

GKSYSa AyOfdzZRSR GKS (UNBFGYSYld 2F YAYy2NRGASEA o
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entertainment venues.

Several respondents indicated there is a history of local police departments following African

Americans while driving. Those that had been followed, and stopped late at night were often
guestioned about drinking. Members of the discussion groups indicated that being followed by
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program. A student believed the signs were a practical joke when he first observed them. One
respondent said the Not in Our Town signs are a signal to minorities that there is a problem of

racism within the community. Another stated that the while the signs acknowledge the

problem of racism, posting signs is an ineffective way of dealing with the real problems of

discrimination and intolerance.

Another topic that emerged from the discussion forums was the lack of minority representation

in the community. One staff member reported that she is often asked to participate in

community marketing photos. She believed that having the same minorities represented in

every marketing brochure shows others that the community is not diverse enough. Diversity is

also lacking in the public artwork, such as sculptures and murals. Further discussions revealed

concerns about the lack of activities that are offered within the community which help support

a diverse population.

Positive comments about Bloomington-Normal were also provided by the respondents.

Healthcare was generally regarded as being inclusive to all forms of diversity. Others

commented that while there is still a lack of diversity in parts of the community, there are still

many residents who are open and welcoming to those with dissimilar backgrounds.
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Respondents reported that the Faculty-Staff Wellness Program is very good, and they like

knowing the programs are available even though they may not always attend. Several

respondents were concerned that use of release time to attend Wellness programs is not



supported across campus, and that consistency in approval of release time is crucial to the
overall health of the faculty and staff.

Respondents noted that progress has been made in terms of the availability of partner benefits,
but expressed frustration regarding the complexity of acquiring these benefits. Participants
also noted that efforts to enforce laws prohibiting smoking near building entrances appear to
be ineffective because smokers have nowhere to go.

The Office of Disability Concerns was also viewed positively overall. Several respondents
commented on that bathroom facilities on campus and coat hooks are not thoughtful of the
needs of individuals with disabilities. Students perceive the Student Health Services Health
Promotion gazebo as a positive resource of health information on campus, and also appreciate
the e-mail reminders sent by Student Health Services and the Student Counseling Center
reminding students of the services offered. Overall, both departments are viewed positively,
but additional marketing efforts may be necessary to inform students of the services available
and openness of staff at Student Health Services. While health programs and information were
reviewed positively overall, students reported a lack of programs targeted to reach a diverse
population on campus, except those based on sexual orientation.

The subcommittee also found that there are several health issues affecting female students
such as issues of body image and weight, nutrition and exercise (Almeda, 2007). Other health
issues of significance for lllinois State University students include lack of sleep, stress, feeling
overwhelmed, hopeless, or exhausted by too much to do, and depression. Females appear to
be impacted more so than males. More women (39%) report a negative impact on academic
performance due to stress in 2007 than males (32%).

Safety

The overall perception of the ISU campus is that it is a safe and open atmosphere, yet there are
areas in need of improvement. Campus safety themes emerged in the areas of emergency call
boxes, crime alerts, environmental factors, and the security of residence halls. Students
involved in LGBT programs also expressed that they were unwilling to show displays of affection
in public out of safety concerns.

Respondents indicated that they appreciate the emergency call boxes (blue lights) located
throughout the campus. However, several people questioned the working condition of the
boxes. A staff member cited a recent problem in the South University Street parking deck when
all of the call boxes were out of service. Others wondered if there were enough call boxes for
the campus, noting the excessive spatial distances between them. Questions remain on the
deterring effect emergency call boxes have on crime.

The practice of issuing campus wide crime alerts was an issue raised by multiple groups on
campus. In particular, African American students expressed concerns that all of the recent
crime alerts listed African American males as the suspects, causing them to feel targeted.
Others that were interviewed believed the crime alerts were beneficial and created awareness
that may have been previously lacking on campus, but the language used created a climate of
fear of people of color on campus.

Another safety theme that emerged from the discussion groups related to environmental
factors. Several people commented that the campus was dimly lit at night with numerous non-
functioning lights. Poor lighting on the surrounding streets around campus was also a repeated



theme. Others commented that overgrown shrubs posed a safety concern, adding to the
overall sense that there was a lack of security on the campus grounds after dark.

Students reported that there is a lack of security inside the residence halls in comparison to
other universities. Some students suggested keyed elevators and stairwells to prevent people
from roaming the buildings. Another student reported that while providing campus tours,
many parents and prospective students have commented on the ease of access to the
residence halls.

LGBT students commented that while they do not necessarily feel unsafe, they often feel
uncomfortable in some areas of campus. LGBT discussion groups reported that they would not
openly show public displays of affection out of fear of being persecuted. However, during a
recent rally, many passersby honked their horns in support of the LGBT event.

Additionally, a review of the 2007 lllinois State University National College Health Assessment
(Almeda, 2007 revealed that sexual assault and harassment, and abusive relationships are
issues that affect a significant number of students on campus. Almeda (2007) noted that
women are more likely to experience sexual touching against their will and/or be in an
emotionally abusive relationship. Men are more likely to have been in a physical fight. These
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indirect sexual orientation harassment at least once in the past twelve months.



The perception that the ISU campus is a safe and open environment is supported by the
Uniform Crime Reporting Statistics from 2002 to 2007(lllinois State University Police
Department). These reports revealed that no hate crimes have been reported on campus since
2007, which is encouraging; however, we believe it would be naive to assume that all hate
crimes are reported. ! The subcommittee has learned that the ISU Police Department is
currently developing a survey that will gather information from the campus community about
unreported crimes. We believe it would be beneficial to review the results of this survey in the
context of our charge.

In reviewing preliminary findings from the 2009 Health Status Survey (Wellness) we identified
one question that may be relevant to this project and will require further analysis to gauge
significance. Specifically, this survey contains a question that addresses employee perceptions
regarding workplace violence (Q52). Given that the findings from the Health Status Survey are
not complete at this time, the subcommittee recommends revisiting this information in the
future.

Recreation

The following information is noteworthy as the subcommittee pursued perceptions related to
recreation opportunities and their openness to a diverse population of faculty, staff and
aGddzRSyldao Cl OdzAf Gé FYyR aidlF¥F NBLR2NISR GKS& R2
to address their recreational needs, but several employees expressed concern that there are no
discounts at local health clubs. Faculty and staff were impressed by summer programs for
children and that those participating are of a diverse background.

Students display frustration with holding events in the evenings due to the costs associated
with reserving space and providing security. Additionally, students commented that UPB
programming is not perceived as appealing to minority and non-traditional students. Students
noted that there are limited social opportunities for students of color both on campus and in
the community. Further, students expressed concern with the lack of space on campus for
students to lounge and interact informally without reserving space. Students also mentioned
the challenges in marketing events to their peers and the lack of a central location for
information to be posted or conveyed.

Students offered mixed responses when asked if Recreation Services offered a positive
environment that is open and inclusive. They also commented that programs meet the needs
of most students, but note there is a lack of opportunities for nontraditional students and those
with disabilities. Concern was also displayed regarding to the size of the Student Recreation

! For the purposes of examining how crime statistics are calculated, it is important to define the Illinois Hate Crime

statute. A hate crime occurs when a person commits a specified crime, & Ky reason othe actual or perceived

race, color, creed, religion, ancestry, gender, sexual orientation, physical or mental disability, or national origin of

another individual or group of individuals, regardless of the existence of any otherinatiyad ¥+ OG2NJ 2NJ ¥+ O
An important distinction between hate crimes and most criminal acts is the factor of motive. Motive is the cause

that moves people to induce a certain action. It simply answers the question of why the suspect committed a

criminal act. Most crimes do not require motive as an element of the offense, requiring only a burden of proof

than the suspect in fact committedacrime. | 2  SASNE GKS LftAy2iAa 1 1GS / NRAYS a
NBI a2y 2F3¢é NBI dzA dEBvavhylthe sisgebtBoBnfitted afbiasedNbd@se drimdi As such, many

crimes that may be hate motivated are often not classified as such in crime statistics, and may lead to the

underreporting of biased based crimes.
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facility, it being too crowded, and the cost associated with the membership, but also
participants also recognized that these concerns will be addressed with the opening of the new
building. These concerns were affirmed in the 2008 Campus Impact Study (Recreation
Services), which reported that students perceive there is a lack of diversity in programs
available through Recreation Services, lack of availability and accessibility of current facilities,
and a lack of childcare resources. Additionally, the report highlighted a few instances of
incivility by staff members and some students feeling unwelcome. However, the vast majority
2T NBalLRyRSyda FStid NBONBIFiGA2Y &ASNIAOSa
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participation in recreation services increased their respect for others but nearly half of all
respondents indicated it did not improve their multicultural awareness and it did not increase
their sense of belonging/association (Recreation Services, 2008).

Recommendations

The following are key recommendations generated by the Campus Life Subcommittee
committee. These reflect our collective interpretation of the steps needed to improve campus
climate at the various levels utilized through this narrative. The bulk of our recommendations
focus on addressing institutional, academic and student life, and employment issues as these
were the primary themes that emerged in our preliminary analysis and were identified as
priorities by participants in our focus groups as well as in our research and literature reviews.
While we included some recommendations in the areas of health, safety, and recreation, we do
so in the spirit of continuous improvement as these areas were not determined by our
preliminary analysis to be priorities in promoting inclusion and combating tolerance at this
time.

Institutional Climate

We are aware that the institutional changes needed to move our campus toward a more
inclusive and welcoming environment are complex and cannot be achieved overnight thus our
first recommendation is to begin to formalize the institutional commitment to diversity through
a series of steps:

Institutional Commitment

A viable way to begin to create an institutional culture that recognizes diversity as core value of
the institution is by stating formally and publicly the moral and educational commitment to
diversity as a quality of the institution. While the committee is aware that ISU has an
institutional diversity statement, we recommend examining this statement to ensure it
effectively communicates the value that ISU places on diversity. Further, the subcommittee
recommends disseminating this document more widely so at to communicate to all campus
constituents the institutional commitment to diversity. But integrating diversity in the culture
of the institution requires more than words and statements. This document should help situate
the university on a working plan toward achievable goals, measurable changes, and vision for

the future. The subcommittee recognizes the importance of the UniveNBR A G & Qa A Y I

its words and thus, we recommend undertaking efforts to represent diversity in campus
artifacts, marketing materials, and other visual mediums; however, the subcommittee
recommends projecting a realistic image of campus diversity.
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Central Diversity Office

The vision of moving the institution toward diversity must be accompanied by the creation of
top-level administrator at the level of the Provost or Assistant to the President charged with
coordinating and evaluating campus progress toward specific goals focus on diversity. We
recommend that this office would combine multiple diversity-related functions that are
currently performed in separate areas of the University under one umbrella organization.
Further, we recommend that this office be charged with taking a proactive approach to
addressing issues of diversity on campus by providing training, programs, and other educational
opportunities that not only address the broader issue of diversity, but also support the unique
needs of individual diversity groups, thus the need for this office to have an independent staff
and budget. Additionally, this office should partner with departments and units across campus
to develop and execute effective recruiting and retention programs aimed at diversifying
faculty and staff at ISU. We also recommend that this office spearhead the implementation of
campus wide evaluations including measuring and reporting results. We also recommend that
this office serve as the central source for diversity-related information on campus by housing a
diversity library. Finally, we recommend that in addition to serving as an internal liaison with
the departments and units on campus, this office should be responsible for all outreach efforts
within the community and beyond. We believe this organizational structure will allow the
Illinois State University campus to take a more strategic and holistic approach to examining and
enhancing diversity on our campus.

Diversity Plan

As a first step, the subcommittee recommends the development of an institutional diversity
plan with achievable goals that can be measured through formal process to continue to
examine the institutional progress needed to move our campus toward achievable goals. In
developing this plan, the subcommittee recommends inviting faculty members to develop a
research plan to formally assess the campus needs and programs that are currently in place. It
is our contention that this research will expand on many of the themes uncovered in the

& dzo O 2 Y YprelintinSr{aalysis, which will facilitate the development of an institutional
diversity plan that will meet the needs of our campus constituents. In support of this plan and a
formal University diversity statement, we recommend an evaluation of University policies and
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non-discrimination policy to ensure that they are inclusive YR O2y aAadSyd oA/
goals.

Diversity Committee

Based on our analysis, the subcommittee recommends the formation of an ongoing diversity
committee or council that is lead by the central diversity office, but comprised of individuals

from all departments and units on campus who are responsible for diversity-related efforts

within their department or unit. This group would allow us to better capture and communicate

our diversity-related efforts to all campus constituents and to expand the focus of evaluations

and self-studies the University participates in such as the NCA Accreditation process. Further, it

is recommended that this committee or council in partnership with the central diversity office
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Friendly Campus Climate index. Finally, it is recommended that this committee partner with
the University Assessment Office and other campus resources to examine extant internal data



to analyze themes or concerns voiced in reports and surveys (e.g. NCA Self-Study, 2009 Health
Status Survey, National Survey of Student Engagement) to determine if those concerns are still
valid and warrant further action.

Academic & Student Life

The creation of a learning atmosphere that recognizes the educational value of diversity
requires the support of academic programs and faculty to help accomplish such a goal.
Academically, our preliminary analysis revealed a need to develop a systemic and strategic plan
to increase diversity content in curricular and extracurricular programs.

Legitimateacademic programs of study that enhance diversity

First, we recommend expanding resources including faculty, staff, funding, and infrastructure to
support the development and legitimization of key programs that have historically offered
students an intellectual space to study and engage others on issues dealing with diversity. This
would help strengthen the academic component of diversity-related courses and research.
Additionally, the promotion and support of faculty research and collaboration that deals with
diversity can also enhance the academic component of campus by providing opportunities for
student-faculty research collaborations, faculty-to-faculty interactions, and institution-
community relations. The creation and support of centers or programs that facilitate this kind
of exchange helps position ISU to be in a better place to recruit new faculty.

Faculty Education & Preparation

Secondly, we recommend providing faculty with resources to educate them on the diverse
learning needs of our students and encourage reflection of these needs in their pedagogical
approaches. This might be accomplished by requiring all faculty members to complete the
Universal Design training provided by the CTLT or by implementing a certification program
whereby tenure-track faculty must complete a series and diversity-related training and service
as a requirement for tenure. However, we recognize that in the spirit of shared governance it
may be more advantageous for the University to focus on connecting faculty members to
training programs and tools on a voluntary basis.

Student Preparedness

Thirdly, the subcommittee recommends assessing our institutional effectiveness in preparing
students for the global environment they will face upon graduation. Specifically, the
subcommittee recommends evaluating the required American Diversity course to determine its
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emergence in the global environment beyond ISU.



Student Support

Finally, the subcommittee also recommends enhancing support resources available to students
including diverse student organizations, mentoring programs, extracurricular activities, and
monetary-based programs, such as scholarships. Expanding on the concept of the Safe Zone
program, we recommend creating a program that will identify offices and individuals on
campus that serve as a safe zone for employees of all backgrounds and experiences. In support
of the feedback from various campus constituents, the subcommittee also recommends
evaluating the process by which student organization advisors are solicited, selected and
supported in their roles. Further, to promote interaction and inclusion among different
organizations, we recommend enhancing the efforts currently underway in Diversity Advocacy
to develop multicultural programs and cross-organizational programs. While the
subcommittee recognizes the value of promoting inclusion among diverse groups, we also
recognize the value in acknowledging and addressing the specialized needs of different groups;
therefore, we support enhancing programs and activities aimed at supporting the unique needs
of different diversity groups.

Employment

Recruitment
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the subcommittee recommends examining and expanding our current monetary or incentive-
based programs. Specifically, the subcommittee recommends evaluating the effectiveness of
recruitment programs and practices such as trailing partner hires, domestic partner benefits,
opportunity hires, funding for advertising, and enhancement funds. Further the subcommittee
recommends examining other non-monetary incentives that may be implemented at the
department level to lure promising hires.

Retention and Development

The subcommittee recommends several efforts to increase retention of key faculty and staff
members. First, the subcommittee recommends developing and implementing a meaningful
entrance and exit interviews to determine if diverse employees are becoming acclimated to
campus and to gain insight into why employees are leaving the University. Secondly, the
subcommittee recommends enhancing support resources aimed at developing and retaining
employees such as a new hire mentor program as well as an ongoing mentoring program aimed
at developing employees for advancement in their careers. Thirdly, we recommend
establishing a home, such as within Diversity Advocacy or the Central Diversity Office, for
diverse employee groups that will offer information and support for employees. Fourthly, the
subcommittee recommends assessing the various employee benefits (daycare, tuition waivers,
health insurance, partner benefits, etc.) to determine their effectiveness in meeting the diverse
needs of our faculty and staff. Finally, the subcommittee recommends the development of
succession plans across the University to foster continued employee development and training
in preparation for future assignments within the University. The subcommittee believes this
focus on continuous learning and development combined with open dialogues about
succession plans could be a valuable tool in retaining key employees, particularly diverse
employees.

Organizational Support



In order to increase commitment to diversity efforts at the department level, the subcommittee
recommends holding department level leaders accountable for diversity efforts by measuring it
as part of their performance evaluations. The subcommittee also supports the
recommendation of Bauman, et al (2005) in making diversity a central concept in the hiring
process and requiring that candidates demonstrate sustained work and commitment in these
areas. We also recommend development of university-wide annual diversity training for all
employee groups. Finally, we recommend providing support, such as release time, and
recognition, through performance evaluations and merit increases, for faculty and staff who
participate in organizations, programs and activities that support and advance diversity on our
campus.

Health

As the Campus Life subcommittee moves forward we recommend addressing the issue of
release time to attend Wellness Programs by encouraging departments to support this
opportunity which allows faculty and staff to nurture their health. The subcommittee supports
re-evaluating the methods used to assess campus improvements for ADA accessibility and
consider incorporating handicap simulations to augment ADA evaluation rules. Additionally, it
was suggested that Student Health Services increase efforts to market the availability of
services and the openness of staff to working with students on their diverse individual needs.
Finally, the subcommittee recommends analyzing the results of the 2009 Health Status Survey
(Wellness) to determine if employee responses to regarding workplace stress and work-life
balance bear any significance to the discussion at-hand.

Sdety

Through our preliminary analysis, the subcommittee determined that although there are a few

areas where ISU can enhance safety efforts, overall, safety is not a primary concern for most

campus constituents and does not appear to be a major barrier to promoting inclusion and

combating intolerance. However, in the spirit of continuous improvement, we felt it

appropriate to share a few recommendations to enhance the safety of the ISU campus. First,

discussion group participants recommended reinstating the STOP program or a similar program

to escort employees or students who are walking late at night or walking in remote areas of

campus. Secondly, the subcommittee recommends evaluating and enhancing the processes

used to report lighting and landscaping concerns that may affect campus safety to ensure these

issues are identified and addressed in a timely manner. Thirdly, the subcommittee

recommends evaluating options to increase safety in the residence halls and identify ways to

limit access to residentsQ  Ff 22 NB YR 20KSNJ LINAGFGS | NBlFa F2I
recommend communicating to campus why and how the ISU Police Department changed the
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alerts.

Recreation

The Campus Life subcommittee recommends evaluating options to allocate space for students
to informally gather without reservations. Additionally, the subcommittee recommends
evaluating and enhancing recreational and social programs and activities to ensure they meet



the diverse needs of all of our students. Re-examine the Late Night Event procedures and costs
to determine ways for groups to sponsor evening events on campus that are not cost
prohibitive. Finally, the subcommittee recommends establishing a central information source,
such as the Student Involvement Center or the University Calendar, where all program,
activities and events are publicized. Further, efforts should be undertaken to determine ways
for organizations and groups to effectively publicize and market their events and activities to
the student body.
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Appendix A

lllinois State University Diversity Task Force: Campus Life Subcommittee
President Bowman has convened a task force charged with examining and enhancing University programs and activities that
combat intolerance and promote community.
As the first stage of our examination of the campus climate, we are seeking your perceptions2 ¥ Lt ft Ay2Aa&a {41 GS
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color, religion, sex, national origin, sexual orientation, age, disability and/or veteran status. Recognizing that this is a broad
topic, we will focus our discussion today on your perceptions of the campus and local community as they relate to employment,
health, safety and recreation.
Because we want to capture your feedback, a member from our committee will be taking notes during our discussion today.
However, we will not be noting your names as we want your feedback to be uninhibited. Since we are facilitating discussion
forums with several campus groups, we want to ensure that we have the opportunity to discuss all of our questions with each
group. As such we will limit our time discussing each question to ensure this occurs. After we have discussed all of our
guestions, we can revisit questions in our remaining time together.
We want to promote a positive atmosphere for discussion so we ask that everyone be treated with respect and courtesy.
Finally, to keep order in our discussion, please raise your hand when you wish to comment and we will attempt to call on you in
the order that your hands were raised.
Faculty/Staff Questions

1. Overall, what are your perceptions of the environment at ISU being inclusive and open to issues of diversity? Local

Bloomington/Normal community?
2. How sensitive are the health-related programs and services at ISU to the concerns and needs of diverse faculty and
staff? Local Bloomington/Normal community?
What are your perceptions of the ISU campus in terms of safety? Local Bloomington/Normal community?
How supportive of diversity issues are the recreation programs and activities that are currently available?
How supportive are your colleagues (department/unit) and administration of the needs of diverse employees?

o v ke Ww

What recommendations do you have that you believe would help combat intolerance and promote community at
ISU?

Student Questions
1. Overall, what are your perceptions of the environment at ISU being inclusive and open to issues of diversity? Local

Bloomington/Normal community?

2. How sensitive are the health-related services and programs at ISU to the concerns and needs of diverse students?
Local Bloomington/Normal community?

3.  What are your perceptions of the ISU campus in terms of safety? Local Bloomington/Normal community?
How supportive of diversity issues are the recreation programs and activities that are currently available?

5. How supportive are faculty, staff, and administration of the needs of diverse students? How supportive are other
students towards the needs of diverse students?

6. What recommendations do you have that you believe would help combat intolerance and promote community at
ISU?
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Appendix B

Triangle Association

Civil Service Council

AP Council Brown Bag

Association of Black Academic Employees

Latino American & Latino Studies Program Employees
Registered Student Organizations

PRIDE

Academic Senate - Faculty Affairs Committee
Women's Mentoring Network



Appendix C

Diversity Discussion Themes

Institutional

ISU is open and making efforts to improve diversity

The University has made strides, but there is still work to be done.
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Respondents perceive there is a lack of institutional and individual commitment to

diversity.
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diversity.

Inconsistent communication strategy (addressing some issues publicly and not others)
has led to misperceptions, rumors, and speculation regarding the handling of uncivil acts
or acts of hatred on campus.

The BOT established that increasing the Latino student population was a priority for the
institution, but no resources were identified to support this effort.

The institution does not show that we value diversity in the face we present through
YENYSGAY3 YFOGSNRAFTfaAazZ FNIAFIOGa 2y OF YLz
minority groups are often overlooked in these efforts.

Respondents feel there is a need to continue the diversity dialogue across all groups on
campus.

Current programming initiatives are limited to Black History month, Latino History
month, etc. which limits the focus on these groups to specific times of year and detracts
from overall cultural issues.

Diversity efforts are fragmented with some departments developing their own
strategies and initiatives.

Employees reported that there is a lack of resources, staffing, funding, and
empowerment for the ODAA to provide the needed programming, education, and
outreach to champion diversity on our campus.

Academic& Student Life

Faculty members are not committed to supporting the diverse needs of students and
diversity-related efforts or organizations and are not educated or prepared to support

these needs.
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are not sensitive to the diverse needs of their students.

Issues of diversity are not addressed in most classroom curricula and there is a lack of

diversity discussion in general education courses.



The University is lacking legitimate programs of study and courses for Latin American
and Latino Studies and LGBT/Q studies. There is a lack of faculty who specialize in the
study of issues related to marginalized peoples.
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limited by their course releases.

Students are ill-prepared for the global environment beyond ISU. Employers desire
employees who have an awareness of diversity and experiences with diversity through
classes and other activities. We need to help student expand beyond their comfort level
and get exposure to other groups

Lack of programming and support services aimed at the needs of nontraditional
students.

Lack of scholarship opportunities to assist diverse students

In many high schools, community service is required for graduation. There should be a
similar requirement related to diversity education.

Lack of interaction, socially and otherwise, between groups, which leads to perceptions
of self-segregation.

Metcalf makes a concerted effort to enroll the most diverse student body possible

Lack of promotion and support for student groups and curricula that encourage diverse
perspectives

Students perceive that issues of diversity are not viewed as academic and that
comments about these issues are not valued in class.

Since instructors are not educated on diversity-related topics, their instruction often
reflects misrepresentation and generalizations about minority groups that perpetuate
stereotypes.

The student body is fairly homogenous and would benefit from more diversity.
Respondents expressed concern for programs raising GPA requirements having a
disproportionate impact on socioeconomically challenged students who must work to
support themselves while going to school.

Pl
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Certain academic departments are perceived as being more open to issues of diversity
YR Y2NB aal FSo¢

Many students reported that the campus is inclusive and that they have never had any
problems with openness on campus.

Lack of sensitivity to issues of diversity among students and staff living in the residence
halls.

Residence hall facilities and housing policies are not sensitive to the needs of
transgender students.
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Students desire a relationship with their instructors that extend beyond the classroom.
Students would like to know their instructors care about their success and student
reported feeling this would enrich their academic experience.

Students are not proactive in addressing issues of diversity and seem to only react to
incident, but even then do not want to be part of the solution.

Student leaders need to be educated on issues of diversity (RAs, SGAs, etc.) and their
behavior will influence those they come in contact with

Few students are educated on diversity, but many students are interested and others
R2 Yy Q{® NO RN Daind how it applies to them
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Employment

From an employment standpoint, HR is the face of the University. The lack of diversity
in HR could lead to new hire perceptions that ISU is not a welcoming environment.
Respondents reported that colleagues have become more supportive of diversity efforts
undertaken by their colleagues.

Certain departments or areas on campus are perceived as having a strong commitment
to diversity, while others are not.

The Civil Service hiring process does not facilitate diverse hires or hiring the best
qualified individuals.
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department or minority groups on committee or asked to mentor minority students
Many faculty and staff members who identify as a minority or support specific diversity
efforts are overstretched and facing burnout.

Respondents reported a lack of resources and support services to aid working parents
with childcare needs. Additionally it was noted that there is an absence of lactation
facilities on campus for working mothers.

Employees perceive there is a lack of support for diverse employee groups and lack of
awareness about these groups on campus.

Employees are afraid to discuss issues of diversity at work and seem to be unaware of
what discussions are appropriate for the workplace and therefore, feel they cannot
discuss at all.

Some employees reported concerns about where we advertise job opportunities and if
we are reaching diverse individuals.

Although Faculty and Staff membersarenQU | £ 61 @& | 61 NB 2F GKS
employees, in general they are open to accommodating those needs and to adapting in
response to those needs.

Employees expressed concern that many ethnic minorities are retiring in the near term
FYR GKIF{G éaSipding of Qhhic riidorily employees to account for these
departures from the University.
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at ISU.
The only faculty/staff members who are involved in diversity programs and functions
are those charged with supporting diversity.



Community
e The community is making efforts to represent diversity in marketing efforts, but it is the

same people appearing in advertisements and photos over and over. Additionally,
diversity is not reflected in community artifacts like statues and murals for example.

e ISU is more tolerant than the community.

e Health professionals are good at supporting diversity.

e Employees and student reported feeling targeted by police in the community.

e Employees feel there is support for certain minority groups within the community, but
not all.

e Faculty retention is affected by the lack of cultural programs and because the
community is not cosmopolitan.

e Respondents feel less safe in the community and this is heightened depending on what
part of town you are in.

e Employees reported mixed perceptions about the availability of community
organizations and activities targeted to the needs and interests of diverse community
members.

e Respondents perceive thattosomeextSy i ¢S O y Qi SaoOl LIS GKS KA.
community.

e The Bloomington-Normal community is safer than some other cities this size because
the community is more affluent.

e MclLean County Health Services is welcoming and accommodating to a wide variety of
people.

e Respondents reported that there are some crimes are occurring off campus that are not
reported to the community.

e Students reported feeling unwelcome in some bars and in areas that are more family-
oriented.

e Areas near campus can become unsafe especially late at night when people have been
drinking.
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significantly higher co-pays because they must use the ER for non-emergent care.

e Difficult to find schooling and childcare options that offer diverse learning experiences
to children.

e The community has made progress in terms of becoming more diverse, but there is still
much work to be done.

e Diverse employees reported mixed experiences with individuals and businesses in the
community.



e Public transportation feels unsafe as well as public bus stops



Health
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information from their healthcare providers.

e Partner benefits are available, but it is complicated to get them

e Respondents report that Wellness is a very good program and employees appreciate the
release time; however, many departments do not allow their employees to participate
in Wellness programs during work hours.

e Efforts to enforce laws prohibiting smoking near building entrances appear to be
ineffective because smokers have nowhere to go.

e The University is very helpful when dealing with students who are addressing a personal
or family health crisis

e Many bathroom facilities and coat hooks are not thoughtful of needs of individuals with
disabilities.

e Educational items such as the G Spot are positive.

e Student Counseling Services and Student Health Services are both viewed positively.

e Students reported a lack of programs targeted at diversity other than programs based
on sexual orientation

e Both minority students and faculty/staff reported burnout related to expectations that a
small group of individuals are solely responsible for being the voice of the group and
advancing the interests of the group through programs, activities, and curricula.

e Most people feel safe on campus.

e Respondents reported that they are glad the campus is addressing issues of workplace
violence

e Respondents noted concerns with lighting issues, overgrown shrubs and street lights
being out.

e Respondents appreciate crime alerts and tips to improve safety, but individuals also
reported feeling targeted by the campus crime alerts.

e Employees appreciate Parking Services assigning parking spaces in the new parking
garage based on how late employees work

e Respondents are comforted by the Police call boxes across campus; however, some
respondents feel that call boxes give a false sense of security and the call boxes in the
parking garages are often inoperable.

e Students participating in diversity-related events have been verbally abused on the
quad, but also received positive verbal support as well.

e Students reported that the residence halls are not as safe as they could be.



e Campus seems safer for women because less reports of women being attacked.
e Specific incidents heighten awareness of safety on campus.



Recreation
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responsibility to address their recreational needs.

No discounts for ISU faculty, staff or students at community health clubs or gyms.

Respondents reported that summer programs for children were comprised of a

surprisingly diverse group of children.

It is difficult for student organization to hold evening events on campus due to the costs
associated with reserving the space and providing security.

Students reported that it costs too much to use the Recreation Center and that it is too
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Recreation Services will be addressed with the new facility.

Mixed perceptions of Recreation Services in terms of it being a positive, open and

inclusive environment.

Students perceive that the programs available through Recreation Services meet the

needs of most students; however some students noted that there are a lack of

recreational opportunities for nontraditional students and disabled students.

Students report that there are many opportunities available through the Dean of

Students Office and other student organizations.

Students noted that there are limited social opportunities for students of color both on

campus and within the community. Students reported that many events sponsored by
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Students expressed challenges in marketing events and programs to their peers and that

it is difficult to learn what is available as there is no central location for information.

Students reported that there is a lack of space on campus for students to lounge and

interact informally without reserving space, particularly now that Chatters has closed.



