ACADEMIC AFFAIRS MEMO

TO: IU South Bend EMA Visiting Team

FROM: Sheying Chen, IU Southeast Associate Vice Chancellor for Academic Affairs
SUBJECT: IU Southeast Self Study Portfolio

DATE: March 20, 2007

Cc: Dr. Sandra Patterson-Randles, IUS Chancellor

Dr. Gilbert Atnip, IUS Vice Chancellor for Academic Affairs
IUS Diversity Assessment Task Force
IUS Diversity Council

Dear Colleagues:

Enclosed please find a Self Study Portfolio that the IU Southeast Diversity Assessment Team has
assembled for peer review by you.

Enhancing diversity has been a major goal in our Strategic Plan. Our objectives cover
commitment, curriculum, climate, and population. The campus has had multiple initiatives to
promote inclusion, equity, and excellence. Due to unforeseen personnel turnover, we have only
recently had three new Diversity Coordinators and a new Diversity Council in place. However,
we are making substantial progress in establishing an effective coordination mechanism and a
campus-wide think tank, clarifying division of labor and lines of responsibility, creating
electronic communication tools, organizing various action teams, and reviewing and
benchmarking our achievements. As you can ascertain, these have opened up a number of rich
opportunities for our campus and external community to become more engaged in a wide range
of activities related to diversity.

We at [US look forward to your visit. We hope to continue a healthy exchange about how we can
work together to improve diversity at Indiana University. Particularly, we welcome your input
about how IUS fulfills its mission relative to diversity initiatives. If there is further information
that you need prior to your visit, please feel free to let me know. I am sure that your visit will be
as rewarding for you as it will be for us.

Best wishes.



INDIANA UNIVERSITY SOUTHEAST

Excellence Close to Home

Diversity Self Study Portfolio

Phase One

The purpose of this document is to develop a baseline for benchmarking where IUS is
currently with diversity initiatives’ and/or efforts. During phase one, the portfolio will be
reviewed by our peer campus group and modified based on their recommendations
before moving to phase two.

Coordinated by: The Diversity Coalition
1. Dr. Sheying Chen, Academic Affairs, Co-chair
2. Heather Hampton, Administrative Affairs /Office of Equity & Diversity, Co-chair
3. Kathy Corbean, Student Affairs, Co-chair

Compiled by: IUS Diversity Assessment Task Force
Reviewed by: IUS Diversity Council

Submitted: Friday, March 02, 2007

Submitted to: IU South Bend Diversity Committee

Contact Information
Office of Equity and Diversity
812-941-2306
eqdiv@ius.edu

NOTE: The evidence listed under each question has been set up as a hyper-link. Once you click
on the name of the piece of evidence, that document will open. As some of the files are large, this
may slow down your computer.



,ﬁIJ Diversity Portfolio

Baseline Compiled in February 2007

Leadership and Commitment

. Does your campus either have an explicit focus on diversity and
equity in its strategic plan or a devoted diversity and equity plan?

Evidence: Strategic Plan, Goal 3, pages 13-21 (L&C 1a), Achieving Excellence
through Diversity (L&C 1b), School of Education Diversity Plan (L&C 1c), School of
Nursing Diversity Plan (L&C 1d), School of Arts & Letters Diversity Directive (L&C
1e), Diversity Plan Definitions (L&C 1f), Portions of the IUS Faculty Manual (L&C

1fg).

Yes

. Does your campus have explicit diversity and equity goals or
objectives?
Evidence: See above.

Yes

. Does the campus diversity committee or senior administrators monitor
campus progress on diversity goals and objectives?

Evidence: Council on Diversity Meeting Minutes (L&C 3a-b), Strategic Plan Review
Committee reporting template (L&C 3c).

Yes

. Is there a central campus cabinet or committee that focuses on
campus diversity issues?

a. If yes, does this committee have broad input and representation?
b. If yes, is the cabinet or committee empowered to advance diversity
and equity on the campus?

Evidence: 2006-2007 Administrative Committee list (L&C 4a), Diversity Assessment
Task Force member list (L&C 4b), Letter of appointment to Diversity Council (L&C
4c)

Yes
Yes
Yes

. Has your campus defined terms related to diversity and equity as part
of its diversity and equity initiatives?

Evidence: Diversity Program Homepage (http://www?2.ius.edu/diversity/), Strategic
Plan, Goal 3, pages 13-21 (L&C 1a), Affirmative Action Statement (L&C 5a),

Diversity Plan Definitions (L&C 1e), Chancellor® Excellence Through Diversity
award proposal (L&C 5b)

Yes

6. Are diversity and equity related issues explicitly included within:

a. Academic program reviews?
b. Administrative personnel reviews?
c. Annual faculty reviews?

d. Annual budgeting processes?

Evidence: Diversity Program in Purchasing & Procurement (L&C 6a), Office of
Equity and Diversity Budgets (L&C 6b-c)

*Multiple schools have taken the initiative to incorporate diversity explicitly into their
annual faculty performance reviews, however, this has not been a standard
campus-wide requirement or recommendation in the past (L&C 6d-e).

Yes
No

No*
Yes

. Does your chief diversity officer (CDO) have the visibility and support
needed to effectively pursue campus diversity goals?

a. lIs this a full-time appointment?

Yes*
NA
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b.

*IUS takes a coordinated, three-pronged approach to diversity on campus instead of
appointing one CDO. See Achieving Excellence Through Diversity (L&C 1b) for an
overview of this approach.

Does the CDO have a scholarly record re: diversity and equity?? NA

8. Are minutes and other documents related to diversity efforts readily
available to interested parties?

*All diversity related minutes, e-publications, reports, and assessments will be NA*
provided to the community at large through a Coordinated Diversity Homepage
located at http://www?2.ius.edu/diversity/ that is currently under construction..

9. Is there an annual Gtate of diversityGaddress by a senior level No

administrator?
a.

Evidence: State of Campus Address (L&C 9a), Chancellor® Annual Faculty Address,

page 6 (L&C 9b), Diversity e-publications (Issue 2:
http://www?2.ius.edu/diversity/pdf/NewsletterArchive/Diversity&AcademicAffairsE-Publication_vl_i2.pdf & Issue

If not, does a senior campus administrator address diversity in her | Yes
or his major speeches or written materials?

1:http://www?2.ius.edu/diversity/pdf/NewsletterArchive/Diversity&AcademicAffairsE-Publication_vl_il.pdf)

Leadership and Commitment - Summary

Strengths

1.
2.

Incorporating the value of diversity in the strategic plan.

A broad inclusive definition of diversity is embraced on campus by senior leadership,
increasing the scope of diversity initiatives on campus (http://www.ius.edu/diversity).

Instead of relying on one overall Chief Diversity Officer, the campus has developed a
coordinated wide-reaching approach to addressing diversity with coordinating of the
three main campus components; Academic Affairs, Student Affairs and Administrative
Affairs (Evidence: Proposal B Achieving Excellence Through Diversity L&C 1b), all of whom
will be responsible for developing strategic agenda on Equity and Diversity.

A Diversity conference had been held on campus annually to ensure staff, faculty and
students are continually obtaining updated information and awareness of diversity
issues. This conference is currently becoming more formalized and expanded to be
more inclusive as well as to cover topics that go beyond general awareness-raising.
The intention is to have the conference at least every three years beginning March
2008 (http://www.ius.edu/EgDiv/iusdiversitycon.cfm).

Encouraging a @ommon ExperienceQprogram on campus
(http://www.ius.edu/commonexperience/index.cfm), Sample of events (L&C 10a-b)

Diversity as an integral part of core curriculum.

The School of Nursing and the School of Education both explicitly address diversity in
their yearly goals and review the progress annually [Evidence: School of Education
Diversity Plan (L&C 1c), School of Nursing Diversity Plan (L&C 1d)]. The 2007 strategic
planning review committee agreed to take this concept to the other schools so that by
2010, all schools will explicitly address diversity in their yearly goals & reviews.

The annual convocations of students, faculty and staff in the Division of Nursing has a
six year history including speakers on the topic of Diversity. This will continue on the
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agenda in the future.

9. Funding student groups that are engaged in diverse activities or who have a direct
diversity purpose/focus.

Challenges

1. At this time, not all of the academic programs on campus have a plan to directly
address diversity within their schools.

2. Although administrative and faculty reviews are conducted annually through a
performance management initiative, diversity is not explicitly included and/or
addressed in any outside of the School of Nursing and the School of Education.

3. Previous diversity efforts on campus have targeted or included students and excluded
faculty and staff (outside hiring / recruitment processes). Programs that focus on or
involve faculty / staff need to be developed and/or increased.

Curricular and Co-Curricular Transformation

1. Are diversity-related courses or outcomes explicitly included within:
a. the CampusGGeneral Education requirements?

b. Major requirements?

Evidence: Sampling of school course offerings / summaries / reviews (C&CC 1a Yes
Bd), Supplement to AACSB dated12/19/06 (C&CC 1 e), Pages 68-82 of the No
NCATE dated 12/3-7/05 (C&CC 1f), excerpt from IUS bulletin (C&CC 1g),
Appointment Letter on The Task Force on Alternative Course Delivery (C&CC
1h), Diversity Teaching Fellow (C&CC 1i).

2. Have you assessed the degree to which faculty incorporate diverse
perspectives into their class discussions and assignments?
Evidence: Culture in the Curriculum review (C&CC 2a), Diversity Objectives / Yes
Initiatives in the School of Nursing (C&CC 2b), Curriculum review meeting

minutes for 03/20/06 (C&CC 2c), IUS Faculty Survey 2001 through IR&A (C&CC
2 d), School of Education (NCATE accreditation) Standard 4 (C&CC 2 e).

3. Is there a center or support unit that can assist faculty in infusing Yes
diversity, multiculturalism, and related aspects into their teaching
and learning practices?

b. If yes, is the center or unit well utilized? As the focus on diversity is a | NA
new initiative within ILTE, in conjunction with the office of Equity and
Diversity, an assessment of utilization is not feasible at this time.

Evidence: ILTE Goals (C&CC 3a), Institute for Learning and Teaching

Excellence (http://ilte.ius.edu/), IUS Center for Cultural Resources (C&CC 3b)

4. Are faculty and staff rewarded for contributing toward the
attainment of diversity and equity goals and objectives?
*The Chancellor and Cabinet members have approved the development of a No*

reward program that is in the process of being developed (one sample:
Proposal — Achieving Excellence Through Diversity L&C 1b)




,ﬁIJ Diversity Portfolio

Baseline Compiled in February 2007

5. Is there a sufficient number of multicultural student groups to meet
the interests of your student population?

Evidence: List of student organizations (C&CC 5a), Center for Mentoring and
Student Outreach (C&CC 5b)

Yes

6. Does the campus have a student programming board in a student
activities office? Yes

a. If yes, does the board bring in diverse speakers and performers
throughout the year? Yes

Evidence: List of Events for 2006-2007 (C&CC 6a), Sample of Event Fliers
(C&CC 6b -6e)

7. Are there programs or services to encourage undergraduate
students from underrepresented populations to pursue graduate

education? No

8. Are opportunities available for students and faculty to pursue Yes
cultural immersion either within or outside the United States?

a. If so, do you track student and faculty participation? No

Evidence: Study-Abroad & International Study Program
(http://www.ius.edu/brochures/Generalinformation/?brochure=StudyAbroad ), Overview of
Student Enrichment Funds (C&CC 8 a), EQMF Overseas Study Scholarship
(http://www.ius.edu/IntStudies/Scholarship%20Application.htm)

Locally added question

9. Are there campus-wide curricular and/or co-curricular activities that | Yes
contribute to diversity goals?

Evidence: Minority Participation in Athletics 1999-2007 (C&CC 9a), Safe Zone
training packets (C&CC 9b - ¢), Men of Color (C&CC 9 d), Center for Cultural
Resources (C&CC 9e), Annual International Film Festival
(http://www.ius.edu/publicrelations/TitlePastNews.cfm?doc_id=282), Women Studies Program
(http://www.ius.edu/brochures/AcademicPrograms/?brochure=WomenGender&SchoolCode=SSCI),
Ogle Community and Cultural Center (http://oglecenter.ius.edu/history.cfm)

Curricular and Co-Curricular Transformation - Summary

Strengths

1. The campus has a vibrant Disability Resource Center to assist students with academic
accommodations and educate the campus community on disability issues at large
(Evidence: http://www.ius.edu/ASC/DisabilityServices/index.cfm)

2. The campus offers a series of minority scholarships in an effort to increase minority
student enrollment / participation / completion (Evidence: List of Award Composition -
C&CC 10 a)

3. Thereis an established and clearly articulated diversity requirement in IUSOsGeneral
Education program (Evidence: List of approved GE Requirements for Diversity - C&CC 1 a).

4. Career Services provides a wide array of information and publications on careers that
highlight diversity issues (Evidence: Sample publications subscribed to C&CC 10 b De)
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10.

11.

12.

13.

Multiple majors have explicit diversity-related learning goals.

A wide range of activities and student groups offer a variety of programs to suit a
diverse student population. Diverse programming is part of all of the areas of student
life, even those that do not seem directly related. For example, the Athletics
Department, in conjunction with Greater Clark County Schools, developed an Equity
and Diversity Day during the basketball season. The event included speakers on
diversity during half-time and between games.

Students participate in multiple service learning, alternative spring break and
experiential learning activities in diverse settings. Examples include an alternative
spring break trip to New Orleans to assist in the Hurricane Katrina clean up, nursing
and education students traveling to Ecuador to complete hands-on training and
providing crisis counseling / resource assistance to disadvantaged groups in the area
(homeless, abused, poor, etc).

There are programs on campus that encourage and promote faculty development
through research, travel abroad and the Institute for Learning & Teaching Excellence.

The campus has an active and well utilized program for supplemental and tutorial help
available to meet the studentOspecific needs (http://www.ius.edu/SDC/).

Availability of free resources to participants (students, guests/community, staff &/or
faculty) at campus supported / sponsored functions to ensure ability not only to attend
but also actively participate in events such as workshops, seminars, awareness
raising or celebratory events (i.e. sign language interpreters by request).

In the area of gender gaps related to student recruitment and retention, Student Life
has been able to take creative approaches to programming designed to lessen the
gender gap on campus such as increasing intramural offerings to target males,
developing additional female-specific sports such as soft ball and the development of
programs like the Men of Color Mentoring program to increase the African-American
and Hispanic male populations.

In the First Year Seminar, there is a section written by Samantha Earley entitled
Diversity and Multiculturalism at IU Southeast: Food for thought. First year students
learn the meaning of diversity, multiculturalism and cultural pluralism. Students in the
FYS class are also exposed to the Study abroad options available at IUS. In addition
all FYS students are required to attend a cultural event on campus and write a report
about their reflection of that event.

Faculty and staff have taken initiative to develop new programs and seek alternate
funding sources to increase the ESL programs on campus as well as to educate future
leaders in teaching diverse populations. One such program, New Neighbors, focuses
on responding to the needs of our new neighbors through culturally responsive
teachers (C&CC 13a)
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Challenges

1.
2.

Limited cultural immersion activities held on campus.

Lack of formal programming or services that promote / encourage undergraduate
students, including those from underrepresented groups, to pursue graduate
degree obtainment. There is, however, an informal encouragement and
recommendation network through faculty.

Lack of ESL program directly on campus.

Lack of a formal program to encourage each major to explicitly address
diversity or submit qualifying diversity courses for General Education approval.
The faculty of each baccalaureate degree program will prepare a Oarriculum mapO
in which they designate how the outcomes in Information Technology Fluency are
met within their program, and how the outcomes in written communication, oral
communication, quantitative reasoning, critical thinking, ethical reasoning, and
diversity are reinforced within the requirements for the major. Note that the
current category 3 courses are obvious places to designate, but it is also possible
that learning goals are being addressed in multiple courses within the major, or in
courses in other disciplines that are required for the major. If the faculty determine
that it is inappropriate to reinforce a goal within the major, they must include an
explanation of their reasons for excluding that goal. The curriculum maps for
each degree program will be reviewed by the Vice Chancellor for Academic Affairs
after review by the appropriate dean. The curriculum maps are due December 1,
2007

Lack of a formal program to encourage each major to consider developing major-
specific diversity requirements and/or learning goals.

Lack of formal campus / system-wide recognition (awards/monetary) for contributing
towards diversity attainment.
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Campus Climate for Diversity

1. Does your campus routinely or periodically assess the campus
climate for diversity?

a. If yes, are the results of such assessments made broadly
available?

b. If yes, have changes been made based on the results of those
assessments

Evidence: Continuing Student Satisfaction and Priorities Survey 2006 (C&C 1a),

Entering Student Survey 2006, (C & C 1b), Graduate Student Survey 2006 (

C&C 1c), IUS Reference Book (http://www.ius.edu/aboutius/IUS Refbk.cfm),

IUS Faculty Survey 2001 through IR&A (C&CC 2 d), IUS Affirmative Action Plan
2005/2006 (C&C 1c)

Yes

No

Yes

2. Are there procedures in place to deal with diversity-related
incidents and conflicts among and between students, faculty, and
staff?

Evidence: Office of Equity and Diversity Discrimination Complaint
Brochure(C&C 2a), IUS Policy and Procedure Manual pages 32-33 & 66 (C & C
2b),Student Complaint and Disciplinary Procedures (C&C 2c), Faculty Manual

pages 23-29 (C&C 2d), Understanding Sexual Harassment Brochure, (C&C 2e),
Complaint Processing Intake Form (C &C f), http://www.ius.edu/diversity

Yes

3. Does your campus assess whether there are notable racial/ethnic,
gender, or other socio-cultural group gaps in:

a. student retention?
b. faculty hiring and promotion?
c. employee turnover?

Are specific actions in place to close any identified gaps?

Evidence: IUS Affirmative Action Plan 2005/2006 (C&C 1c), IUS Reference
Book (http://www.ius.edu/aboutius/IUS Refbk.cfm),
http://www.indiana.edu/~urr/, Strategic Plan Review Committee reporting
template (L&C 3b).

Yes

Yes
Yes
No

Yes

4. Does the campus hold Gown hallOmeetings or similar occasions for
critical discourse on diversity issues?
*The Office of Equity and Diversity has requested funding in the 2007/2008

budget to start holding town hall meetings on diversity twice a calendar year to report
to the community where we are and take input on strategies for moving forward.

No*

5. Are diverse campus constituents (students, faculty, and staff)
provided opportunities to have input into campus planning and in
important campus policy committees?

Evidence: 2006-2007 Administrative Committee list (L&C 4a), Diversity
Leadership team member list (L&C 4b), Input form (http//www.ius.edu/diversity)

Yes

6. Do affinity groups exist that support individuals from under-
represented populations (i.e. Black Faculty/Staff Council, Latino

No*
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Faculty Staff Association)?

a. Are these groups recognized by campus leadership and
administration?

b. Do these groups receive financial and/or human resource
support from campus administration?

*A Multicultural Faculty and Staff Council was developed and recognized by the

University in the early 1990’s. It has since been disbanded as the need to have

an entity separate from the Staff Council &or Faculty Senate is not longer

needed (Evidence: Multicultural Faculty and Staff Council Bi-Laws (C&C 6a),
Staff Council (http://www.ius.edu/staffcouncil/by-laws.stm).

NA

NA

Does the campus website and its publications reflect the campusO
commitment to diversity and equity?

Evidence: Pre-launch Site Checklist for Website posting (C & C 1a), Photos and
types of students selected for the IUSuccess program is an exact representative
sample of the current campus student community (based on annual Institutional
Research percentages) - (http://www.success.ius.edu/), Recruitment brochures
about IUS for Parents - Spanish and English versions (C & C 1b), Overall
coordinated diversity site (http://www.ius.edu/diversity).

Yes

Campus Climate for Diversity - Summary

Strengths

1. IUS has an Adaptive Technology Center in the Library to assist people with
disabilities in an effort to increase their independence and productivity through the use
of leading-edge technology (Evidence: Sample publications subscribed to C&CC 8 a).

2. All of the websites developed at IUS are required by the Director, IT B Media & Web

Services, to meet at least Priority One of the Bobby testing.

3. University Advancement has a practice in place of using images in all University
publications, both printed and online, that are of actual IUS students, faculty and staff
in an effort to accurately reflect the state of the campus. At the same time, they
highlight the current diversity of the population by using images based on percentages
of the population (such as showing one African American student in every set of 5 students)
that are pulled from the annual Institutional research statistics. (Evidence: lUSuccess

Program Page / flier http://www.success.ius.edu/).

4. Student recruitment efforts to increase representational diversity include on campus
programming, presentations, community outreach, College fairs, and school visits.
The Office of Admission has staff in place that focuses on International, Multicultural,
nontraditional and transfer student recruitment (Evidence: Office of Admissions Enroliment

Management plan C&C 8 b).

10
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Challenges

1. Identifying effective ways to share information about where we are with diversity
efforts to the campus community and receiving continual feedback.

2. Finding systems for responding to or developing programming in response to
identified gaps in diversity.

11
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Representational Diversity

Does your campus routinely or periodically assess the
representational diversity of students, faculty, and staff in relation
to relevant benchmarks (e.g., service region, peer institutions,
labor markets, etc)?

a. If so, are the results of such assessments made broadly
available?

Evidence: IUS Affirmative Action Plan 2005/2006 (C&C 1c), IUS PeopleSoft
Reports (RD 1 a), IUS Reference Book

(http://www.ius.edu/aboutius/IUS _Refbk.cfm), IUS Faculty Survey 2001 through
IR&A (C&CC 2 d), Strategic Plan Review Committee reporting (L&C 3b),
Proposal B Achieving Excellence Through Diversity (L&C 1b), Strategic Plan,
Goal 3 (L&C 1a)

Yes
Yes

Does the diversity of your student population reflect closely the
diversity of your service region?

* A more accurate answer is yes for the Indiana portion of the IUS service region
defined by the ICHE as the nine counties in Indiana. The IUS campus is,
however, located on the Kentucky boarder and as such practices reciprocity with
multiple counties in Kentucky. So the answer to the question becomes that our
student body is representative of our Indiana region but not representative of the
expanded region that includes the 3 counties in Kentucky.

No*

Are there notable over- or under-representations among
racial/ethnic or gender groups among various employee groups
(e.g., service/maintenance, clerical, technical, professional)

Evidence: IUS Affirmative Action Plan 2005/2006 (C&C 1c)

Yes

Does the campus have in place programs to support the
recruitment and retention of faculty and senior administrators from
under-represented populations?

Evidence: Recruitment Forms A-C (RD 4a-c), Recruitment Checklist (RD 4d),

IUS Applicant Monitoring Form (RD 4e), Minority and Disability mailing lists (RD
41)

Yes

Has the campus made significant progress in diversifying:
a. Faculty, and especially full professors?
b. Senior administrative positions?

Evidence: IUS Affirmative Action Workforce Report (RD 1a), IUS PeopleSoft
Reports (RD 1b & 1c)

Yes
Yes
No

Does the campus have explicit goals regarding representational
diversity?

a. If yes, has the campus developed action steps to reach these
goals?

Yes

Yes

12
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b. Does the campus monitor progress toward the attainment of
these goals and take corrective actions when necessary?

Evidence: Strategic Plan, Goal 3 (L&C 1a), Strategic Plan Review Committee
reporting (L&C 3b), Proposal B Achieving Excellence Through Diversity (L&C 1b)

Yes

Representational Diversity - Summary

Strengths

1. The Staff Council along with the Office of Equity and Diversity developed an
Affirmative Action Monitor program to assist recruitment / interview teams on campus
with ensuring an equitable, diverse and far reaching search/hire.

2. In an effort to increase enroliment of diverse students from the campus service area,
which includes a portion of Kentucky, a reciprocity agreement has been reached so
Kentucky students from Louisville Metro are classified as Qi-stateOpayee.

Challenges
1.

Although efforts are made to collect information on the diversity of the IUS
employees and applicants, the information is voluntary and self reported so
there are gaps in the statistical information gathered.

Closing the pay equity gaps and raising funds to increase salaries such that
money would be an additional incentive for diverse professional staff and
faculty to relocate to IUS from other higher paying areas.

The lack of on campus housing has contributed to students, both international
and those from other regions of the US, selecting alternative educational
institutions, thus, limiting 1US efforts at further diversifying the student
population.

Last edited 03/15/07
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