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DIVERSITY TASK FORCE STATUS REPORT 

Executive Summary 
July 2011 

 
 

BACKGROUND 
The Triangle Association held a meeting with President Al Bowman during the fall 2010 
semester to discuss issues concerning LGBT faculty and staff. During this meeting, it was 
suggested by a member that President Bowman assign a task force to review campus concerns 
involving the LGBT community. Rick Lewis, Associate Dean of Students commented that the 
University completed a campus climate survey in April 2009 that included information from 
focus groups and members of the Triangle Association. Rick recommended to the group that 
this report and its recommendations be revisited and communicate a status report to the Office 
of the President. 
 
PURPOSE 
President Bowman established the Diversity Task Force in spring 2009, chaired by Dr. Touré F. 
Reed of the History Department. Under Dr. Reed’s direction, the task force was instructed to 
assess University programs and policies intended to promote tolerance/inclusiveness and to 
suggest initiatives to improve such efforts. The Diversity Task Force submitted its final report of 
findings and recommendations to President Bowman on April 17, 2009.  
 
In spring 2011, President Bowman authorized a group of Task Force members to reconvene and 
review the recommendations of the April 2009 report and provide a status report on progress 
and activities at the University. 
 
GOALS 
The reconvened Diversity Task Force held its first meeting on March 25, 2011. During this 
meeting, the group agreed to follow the original Diversity Task Force recommendation of 
continuing the efforts spearheaded by the 2008-2009 group of forming a permanent Diversity 
Council with the purpose of sustaining a campus dialogue on issues of tolerance and 
inclusiveness and assist the university community in its efforts to advance the University’s core 
value of Diversity. The following areas will be their focus: 

 Review the April 2009 Diversity Task Force report and provide a status report on 
accomplishments and areas for improvement 

 Provide a forum for on-going dialogues on issues of diversity to assist academic 
and co-curricular program providers in their efforts to address issues of diversity 
and provide a welcoming environment 

 Assist departments and units with identifying resources and provide support for 
diversity initiatives to recruit and retain underrepresented groups 

 Communicate trends and emerging issues to the Office of the President 
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MEMBERS 

Dave Bentlin, Student Affairs; Leanna Bordner, Athletics ; Angela Davenport, Dean of Students 

Office; Jay Groves, President’s Office; Arlene Hosea, Student Affairs; Rick Lewis, Dean of 

Students Office; Dave Marcial, Admissions Office; Shane McCreery, Office of Equal Opportunity, 

Ethics, and Access; Mayuko Nakamura, CTLT; Jessica Norris, Office of Equal Opportunity, Ethics, 

and Access; Toure’ Reed, faculty, Department of History; Cyndy Ruszowski, COB; Ben Ryburn, 

Facilities Management; Jason Vasquez, Student Counseling Services; Diane Zosky, School of 

Social Work  

 
Status Update Reporting Tasks 
Extracurricular Subcommittee – Angela Davenport, Jason Vasquez, and Ben Ryburn 
Cultural and Social Subcommittee – Cyndy Ruszowski, Dave Marcial, Mayuko Nakamura, and 
Diane Zosky 
Campus Life Subcommittee – Jessica Norris, Dave Bentlin, and Arlene Hosea 
 

Extracurricular Subcommittee  
Angela Davenport, Jason Vasquez, and Ben Ryburn 
 
The Extracurricular Subcommittee summarized Illinois State University’s non-academic 
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 reasons 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 continues to offer a variety of programs to students, faculty, and 
staff targeting the issue of diversity. The University has continued to offer 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.  
 
Extracurricular Subcommittee Recommendations from the April 2009 Report and status 
report: 
 
1.  Develop a University diversity statement with clearly outlined strategies for implementation 

issued from the Office of the President.  
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Endorsed in May 2008 by the Board of Trustees, Educating Illinois incorporates the 

University's mission, vision, and core values (pursuit of learning and scholarship, 

individualized attention, public opportunity, diversity, and civic engagement). Educating 

Illinois guides the University in its daily operations and provides a roadmap to the future. 

 

Below is the full explanation of the Diversity core value: 

 

Illinois State University affirms and encourages community and an informed respect for 

differences among students, faculty, and staff by fostering an inclusive environment 

characterized by ethical behavior and social justice that prepares students to be fully 

engaged participants in a global society.  The University supports a diverse faculty and staff 

who mentor a diverse student population.  The University endeavors to create a varied and 

inclusive community where all students, staff, and faculty are active participants in a global 

society characterized by teamwork, respect for differences, civic engagement, and 

educational goals which celebrate diversity. 

 

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

 

This is a recommendation that continues to be explored. Jay Groves reported that the 
economy continues to make this a challenge to move forward and would ask the 
committee’s assistance in exploring position descriptions from other institutions and 
recommendations from the committee on duties and responsibilities. Jay shared concerns 
that with other diversity positions on campus there may be issues with role confusion so it 
would be helpful to benchmark with other institutions with similar positions. The Diversity 
Task Force will continue to research and benchmark other institutions and position 
descriptions and provide a recommendation to the President. 

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

plan.  

 

The original Taskforce has reconvened on March 25, 2011 with the addition of 
representatives from the Center for Teaching and Learning and Technology, Facilities 
Management, Student Counseling Services, and Athletics to review and assess the current 
status of the original recommendations and implement new initiatives. 

 

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.  
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In concert with the spring 2009 report, the President authorized the name of the former 

ODAA to be changed to the Office of Equal Opportunity, Ethics, and Access to better reflect 

its role on campus.  The office has four principle duties: 1) compliance with state and 

federal equal opportunity statutes and executive orders, 2) the University “ethics office”, 3) 

ADA compliance and reasonable accommodation appeal, and 4) 

harassment/discrimination/sexual harassment complaint investigation.  The following is a 

breakdown of each of the four duties in detail to provide a clearer overview. 

 

1) Compliance with state and federal equal opportunity statutes and executive orders:  
This is largely done through a variety of different data gathering and reporting centered 
on the annual Affirmative Action Plan which is prepared for the US Department of Labor 
and the Office of Federal Contract Compliance Programs.  The staff monitors hiring, 
promotion, discharge, salary, and other racial/ethnic data.  There are several sub-
reports that they prepare as well including the Underrepresented Groups Report for the 
Illinois Board of Higher Education, the Veterans 100 Report prepared for the 
Department of Labor, a Peer Institution Report prepared for the President, and several 
other reports carving up the data into different groups and subsets. 

2) The Governmental Ethics Act:  This responsibility is conducted by steering the employee 
ethics training, compliance with positive time reporting, procurement communication 
reporting, and the Statements of Economic Interest.  In addition we investigate 
allegations of violation of the Ethics Act. 

3) ADA Compliance:  As a recipient of federal and state funds the University is obligated to 
have an ADA Coordinator to oversee the physical and programmatic compliance of the 
Universities structures and programmatic offerings.  The staff worked together on this 
regarding building construction and modification, snow removal, signage, and program 
advertising.  They are also the forum of appeal should a student, employee, or guest 
allege discrimination regarding the assignment or denial of a reasonable 
accommodation. 

4) Harassment/discrimination/sexual harassment complaint investigation.  (This is pretty 
self explanatory.) 

 

Since the name change, the office has largely divested itself from any diversity-related 

activities except those that directly tie into compliance reporting.  The office handles search 

waivers and reviews faculty hiring to ensure search committees are diverse and recruit a 

diverse pool of candidates.  The director continues to provide oversight for recruitment 

strategies for diverse candidates as this connects with the Affirmative Action Plan.  However, 

the staff no longer serves in roles related to diversity but does offer resources for program 

planning when solicited. The office has relocated the Strand Diversity Award to Diversity 

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

 

There does not appear to be a formalized mentoring program within the University aimed at 

the retention and professional development of underrepresented staff. There are two 

faculty/staff affinity groups, the Triangle Association and the Association of Black Academic 

Employees (ABAE) who engage in some form of informal mentoring, information sharing, 

and building a sense of community. The ISU Organization for Latin American Employees 

(OLE) has not been active for at least two years but has faculty and staff interested in 

reviving it.  

 

The Student Affairs Professional Development Committee has had programs aimed at 

developing awareness of cultural issues in the past, but nothing specifically targeted to 

underrepresented staff.  

 

CTLT does have a formalized mentoring program for new faculty called Professional 

Development Circles; but this is not limited to underrepresented faculty. They also have a 

Teaching Learning Community (TLC) that meets regularly on an informal basis called 

“Minorities in the Academic Workplace”. This program is coordinated by Mayuko Nakamura. 

According to the CTLT website, this TLC was designed to:  

 

“…provide you with an opportunity to discuss the joys and challenges of being minorities in 

the academic workplace. You will receive and read Faculty of Color: Teaching in 

Predominantly White Colleges and Universities throughout the semester, and discuss how we 

can help each other to maximize the joys and minimize the challenges.”  

 

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

 

A diversity link was placed on the ISU homepage that connects to several of the academic 
and student affairs departments, resources, programs and services with a diversity focus.  
The page highlights the Office of Equal Opportunity, Ethics, and Access, student 
organizations, accessibility and community resources. 

 

The Identity Newsletter was launched in 2009 as a direct result of the President’s efforts to 
communicate the accomplishments of faculty and staff and promote diversity initiatives.  

 

Illinois State University: A Partner in Diversity, a new newsletter focusing on University and 
community partnerships will be published in August 2011 as a Pantagraph insert.   The 

http://illinoisstate.edu/home/diversity/
http://mediarelations.illinoisstate.edu/identity/
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newsletter will highlight the contributions, collaboration and efforts the University has made 
in the area of diversity and inclusion. 

 

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.  

 

The President’s office has created or fostered several partnerships with the Great Plains 

Foundation, ACT-SO, Sisters and Friends, The McLean County India Association (MCIA) and 

Multicultural Leadership Programs (MCLP).   

 

The Office of the President co-sponsors the Martin Luther King, Jr. Dinner each January with the 

student chapter of NAACP inviting national speakers to campus for a dinner celebration. 

Following each dinner, the Division of Student Affairs sponsored “On Common Grounds,” a 

diversity dialogue program inviting students, faculty, staff, and alum to roundtable discussions 

related to the MLK Dinner program topic. 

 

The University also has partnerships with local and state law enforcement agencies through the 

Minority and Police Partnership (MAPP) committee.  Staff representing ISUPD and the Dean of 

Students Office attend these bi-monthly meetings.  

 

The Latin American and Latino Studies Department continues to partner with local community 

agencies and groups to support and educate Bloomington-Normal and ISU through annual 

cultural celebrations, educational speakers, conferences and workshops. 

 

Not in Our Town McLean County has invited the University to participate in the NIOT3 program 

on September 21. The American Democracy Project has expressed interest in joining the 

committee to assist in campus sponsored programs. 

 

(We are sure there are other partnerships in individual departments across campus. We were 

not sure how to best summarize all of the initiatives.) 

 

 

Cultural and Social Subcommittee  

Cyndy Ruszkowski, Mayuko Nakamura, Diane Zosky, and Dave Marcial 

 

The Social and Cultural subcommittee’s goal was to determine the curricular significance of 

diversity at Illinois State University. The subcommittee conducted a targeted pilot survey of 
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College Deans, Department Chairs, and School Directors during the assessment period for the 

April 2009 report. Nearly half (47 %) of those solicited completed the survey.  

 

Summary of Findings  
 

During the fall 2008 and spring 2009 semesters, the Cultural and Social Subcommittee, with 

assistance from the Provost’s office, distributed an assessment to academic department chairs 

concerning current diversity practices. The committee identified campus diversity issues 

focused on communication, accountability, coordination and inventory of practices and 

procedures in their findings and submitted the following recommendations in April 2009: 

 
Cultural and Social Subcommittee Recommendations from the April 2009 Report and status 
report: 
 

1. Comprehensive campus diversity survey, covering issues affecting faculty, staff, and 
students. The survey would be developed with input from all subcommittees and be 
managed through UAO in the Provost’s office.                                                                                                                         

 
No comprehensive campus-wide survey has been administered since the April 2009 report. 
In the 20009 Diversity Task Force Report it was mentioned that half the departments did 
not respond to the survey creating a gap in data collection. It may be necessary to continue 
to work with departments that did not report to get a complete picture of ISU’s efforts to 
compare with ISU Affirmative Action data.  

 
2. Follow-up surveys/forums of campus climate concerning diversity data on a regular basis.         

 
No follow-up assessments have occurred at the University the sub-committee could 
identify. We believe it is important to conduct diversity surveys and/or forums on an annual 
basis to stay up-to-date on diversity issues and trends. 
 

3. Diversity Administrator position and ongoing Diversity Council be created and supported to 
manage communication and coordination/collaboration issues.                                               

 
This recommendation is similar to a recommendation from the Extracurricular Sub-
committee. See Extracurricular Sub-committee status report item 2.  

 
4. Diversity statement created which includes a clear definition of “diversity,” included on all 

ISU marketing and communications.                                                                                                   
 

Additional research is needed addressing the consistent use of the diversity statement on 
campus, including on syllabi, websites, marketing and communication materials. All 
department chairs were contacted requesting updated usage, with 28 responding, and all 



8 
 

but two using the official statement in some capacity. The two who had created their own 
statement did so due to accreditation compliance issues.  

 
5. Diversity training (particularly Universal Design, ADA, Cultural Awareness, Student 

Assessment) offered for faculty, staff &/or students regularly, either through existing 
sources or through creation of specific position, and increased participation in current 
offerings (e.g., SafeZone training, CTLT Reading Circles and workshops).                                                                                  

 
More research is needed to confirm all campus diversity-related training (include in survey), 
but currently related programs are offered through CTLT, Diversity Advocacy, and EAF. 
Consider offering all-campus diversity workshops, similar to SafeZone format, including 
reflection and awareness focus. 

 
The Diversity Advocacy unit of the Dean of Students sponsors the Social Justice Training 
Institute for student leaders each January and was attended by more than 25 students and 
staff. 

 
6. Diversity goals to be determined in each campus department and included in employee 

evaluations. Annual department diversity reports. Consequences to assure accountability. 
 

Khris Clevenger, Assistant VP for Human Resources reported that campus departments are 
not required to evaluate employees on their knowledge or support for diversity. 
Departments have autonomy in the design of performance evaluations and may or may not 
submit to HR. This is an area for further exploration.  

 
Include in a campus-wide assessment a question to ascertain if diversity goals are outlined 
by the department of unit and how goals are measured and evaluated.  It may be a 
challenge to use in evaluations as must be approved through ASPT, Academic Senate, etc. 
Diversity and cultural items should be included in Department Annual Reports. 

 
7. Further research into Diversity programs and support on other campuses and more in-

depth research into our own climate.                                                                                                           
 

Additional research is required of Diversity programs in other locations, and climate 
questions should also be included on ISU survey. An LGBT group did participate in a survey 
for Illinois Safe School Alliance.  

 
8. Strengthen diversity awareness for students through regular curriculum courses, 

particularly in general education. 
 

The ISU Council for Gen Ed was charged with analyzing the areas of strength and potential 
improvement within general education programs through the Institutional Artifact Portfolio 
(IAP) review. Analysis of Diverse and Global Perspectives showed strong evidence of student 
learning related to cross-cultural issues (e.g., human nature, human rights, gender, race, 
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and religion).The analysis on this particular topic in general education will be completed 
every other year. See Spring 2011 “Progressive Measures” for further information. 

 
9. Offer scholarships and awards for students centered on diversity issues/practices.   

 
Opportunities are available on the ISU website: 
http://financialaid.illinoisstate.edu/scholarships/illinois state/  and 
http://admissions.illinoisstate.edu/freshman/scholarships/us.shtml. There is a specific 
section for Ethnic/diversity/women scholarships. The issue to consider is if there are other 
opportunities not included, and how well this information is being communicated to 
advisors, students, and families. This could also be a survey topic. 

 

The Diversity Advocacy unit of the Dean of Students Office hosts the Commitment to 

Diversity Awards program each April to recognize students and student organizations for 

their work in the area of diversity. 

10. Clear procedures for faculty, staff & students who believe they have been treated unfairly 
due to diversity.                                                                                                                                               

 
While clear procedures are currently in place through EOEA and Community Rights and 
Responsibilities, it is unclear how well these procedures are being communicated to staff 
and students, such as during faculty and staff orientations, Passages, and Preview. It may be 
helpful to review complaints from 2008 to present to assess the effectiveness of the 
process. 

 
11. Classroom/technology assessment of accessibility issues.                                                               

 
There is ongoing attention to and assistance with these issues through Disability Concerns, 
Special Ed, and CTLT, although the question remains if it’s enough. If a campus-wide 
diversity training program is implemented, this is another potential topic to include. 
Consistent training across campus for all tech staff on these issues is also important. An 
ongoing assessment and report of resources available, communicated frequently, would 
also be beneficial. 

 

Campus Life Subcommittee Progress Report 

Jessica Norris, Dave Bentlin, and Arlene Hosea 

 

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 

http://financialaid.illinoisstate.edu/scholarships/illinois%20state/
http://admissions.illinoisstate.edu/freshman/scholarships/us.shtml
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intended to shed light on the perspectives of campus constituents, particularly diverse faculty, 

staff, and students. 

 

Campus Life Subcommittee Recommendations from the April 2009 Report and status report: 

1. Demonstrate an institutional commitment to diversity through the University’s diversity 
statement, image, and vision.  

Office of the President Progress: 

 Identity online newsletter highlights the accomplishments of University faculty and 
staff in the areas of diversity. 

Academic Affairs Progress: 

 The Office of Admissions insures that Illinois State’s commitment to diversity is 
clearly integrated into the recruitment plan.  
 

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

Office of the President Progress: 

 Due to continued economic challenges, the Office of the President has delayed the 
hiring of a chief diversity officer.  However, the Office of the Vice President for 
Academic Affairs and the Division of Student Affairs  is in the process of hiring or has 
assigned someone from within the division to handle diversity related issues and 
opportunities. 

 Illinois State University: A Partner in Diversity, a new newsletter focusing on 
University and community partnerships will be published in August 2011 as a 
Pantagraph insert.   The newsletter will highlight the contributions, collaboration 
and efforts the University has made in the area of diversity and inclusion. 

Academic Affairs Progress: 

 The Office of the Vice President for Academic Affairs and Provost will be adding a 
new Assistant Provost in the Fall of 2011 and part of his/her duties will include 
coordinating Academic Affairs’ diversity initiatives.   

 
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.  

 
Office of the President Progress: 



11 
 

 The Diversity Task Force was reconvened in May 2011 to review the 2009 Diversity 
Task Force Report and submit a status report on findings. The group will continue 
to meet to advance the University’s commitment to diversity. 

Academic Affairs Progress: 

 The Assistant Provost, upon hire, will be charged with cataloging the various 
diversity committees and related programs within Academic Affairs.   

 Annual budget requests will be evaluated to determine resource requests for 
diversity related initiatives.   
 

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

Academic Affairs Progress: 

 Contracted with Hobsons International to complete an evaluation of our 
international student recruitment and admissions policies and procedures.  Results 
of this evaluation will enable us to understand our current position as it relates to 
international education, to identify opportunities for adapting our policies and 
procedures internally, and to identify opportunities for further student recruitment 
globally. 
 

 A very popular “Cultural Competency” workshop was developed and executed 
through the Visor Center – University College 

Student Affairs Progress: 

 The International House Themed Living-Learning Community (TLLC) promotes 
intercultural understanding by placing students in residence hall rooms with 
students from other countries.  International House is the site for many educational 
programs on International and cross-cultural topics involving the entire campus.  
Students are encouraged to speak a multitude of languages with their floormates.   

 While no formal assessment has been conducted, Illinois State University students 
participating in Themed Living-Learning Communities reported: 

o Higher cumulative college GPAs  
o An easier social transition to college  
o Increased positive peer diversity interactions  
o Increased faculty mentorship  
o Higher participation in community service activities  
o Higher attendance rates at seminars and lectures  

Diversity Data from University Assessment Services 
 

 2010 General Education IAP Review Process 
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 91.4% of the 200 artifacts examined included some indication of the primary 
trait ‘Inclusion of cross cultural issues (e.g., human nature, human rights, 
gender, race, and religion)’ 

 98.5% of the 200 artifacts examined included some indication of the Shared 
Learning Outcome ‘Diverse and Global Perspectives’  

 

 2010 Alumni Survey 
 

 99.9% of the 1,139 individuals who responded (and who graduated in 2005 
or 2009) reported that they were expected or required to work cooperatively 
with other students on projects, homework, and assignments 

 99.7% of the 1,139 individuals who responded (and who graduated in 2005 
or 2009) reported that their professors encouraged them to challenge their 
own ideas, the ideas of other students, and those presented in course 
materials 

 96.3% of the 1,139 individuals who responded (and who graduated in 2005 
or 2009) reported that Illinois State University was helpful in helping them to 
better develop their sense of ethics 

 97.6% of the 1,139 individuals who responded (and who graduated in 2005 
or 2009) reported that Illinois State University was helpful in contributing to 
a greater understanding of people with different backgrounds, values, 
appearances, and abilities 

 92.7% of the 1,139 individuals who responded (and who graduated in 2005 
or 2009) reported that Illinois State University was helpful in helping them 
become more active citizens 

 

 2010 National Survey of Student Engagement (NSSE) 
 

 93.6% of the first-year and senior students who responded reported that 
they included diverse perspectives (different races, religions, genders, 
political beliefs, etc.) in class discussion or writing assignments during the 
2009-2010 academic year 

 92.6% of the first-year and senior students who responded reported that 
they worked with other students on projects during class during the 2009-
2010 academic year 

 94.8% of the first-year and senior students who responded reported that 
they worked with classmates outside of class to prepare class assignments 
during the 2009-2010 academic year 

 83.2% of the first-year and senior students who responded reported that 
they had serious conversations with students of a different race or ethnicity 
than their own during the 2009-2010 academic year 

 89.3% of the first-year and senior students who responded reported that 
they had serious conversations with students who were very different from 
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themselves in terms of their religious beliefs, political opinions, or personal 
values during the 2009-2010 academic year 

 89.3% of the first-year and senior students who responded reported that 
they examined the strengths and weaknesses of their own views on a topic 
or issue during the 2009-2010 academic year 

 94.4% of the first-year and senior students who responded reported that 
they tried to better understand someone else’s views by imagining how an 
issue looks from his or her perspective during the 2009-2010 academic year 

 96.1% of the first-year and senior students who responded reported that 
they learned something that changed the way they understood an issue or 
concept during the 2009-2010 academic year 

 85.2% of the first-year and senior students who responded reported that 
Illinois State University encourages contact among students from different 
economic, social, and racial or ethnic backgrounds 

 97.1% of the first-year and senior students who responded reported that 
Illinois State University has contributed to their knowledge, skills, and 
personal development in working effectively with others 

 97.1% of the first-year and senior students who responded reported that 
Illinois State University has contributed to their knowledge, skills, and 
personal development in being able to work effectively with others 

 86.2% of the first-year and senior students who responded reported that 
Illinois State University has contributed to their knowledge, skills, and 
personal development in their understanding of people of other racial and 
ethnic backgrounds 

 90.4% of the first-year and senior students who responded reported that 
Illinois State University has contributed to their knowledge, skills, and 
personal development in solving complex real-world problems 

 87.6% of the first-year and senior students who responded reported that 
Illinois State University has contributed to their knowledge, skills, and 
personal development in developing a personal code of values and ethics 

 
5. Enhance support resources available to students including diverse student organizations, 

mentoring programs, extracurricular activities, and monetary based programs, such as 
scholarships.  

Academic Affairs Progress: 

 With the support of grant funds, University College has established a Spring 
semester component to Success 101.  The program, in collaboration with SSS/TRiO, 
builds community and provides support to underrepresented students. 

 28% of all students served by the Visor Center during the 2009-2010 academic year 
were African American or Hispanic. 
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Students Affairs Progress: 

 The Dean of Students Office broadened its definition of diversity to include a 
number of underserved students in its programmatic and resource offerings. New 
initiatives included a Winter Passages program for new transfer students; targeted 
program support and advising for Latino and African American male student 
organizations (Los Lobos and My Brotha’s Keeper); and support for male leadership 
initiatives. 
 

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

In regards to faculty recruitment and retention, a concerted effort has been made within 
Academic Affairs to make all departments/schools aware of the Underrepresented Group 
Faculty Retention and Recruitment Assistance funds available to them at the time of 
recruitment.  These funds provide additional support for up to $11,000 for three years to 
assist with the successful recruitment and retention of faculty from underrepresented 
groups.   
 
Faculty Search Committee Training was redesigned in FY11 to provide a specific message 

from the Vice President for Academic Affairs and Provost emphasizing the need to broaden 

recruitment efforts with the objective of attracting a more diversified applicant pool. 

 

Beginning in FY2012 Equal Opportunity, Ethics, and Access in partnership with Human 

Resources will evaluate the effectiveness of all recruitment programs and selection 

processes.  This evaluation will be broader in scope than the examination recommended in 

the 2009 task force report and will be completed in conjunction with the University’s annual 

Affirmative Action Plan results.  EOEA will identify areas where opportunities for 

improvement exist and Human Resources will work with departments and units across 

campus to develop strategies and process improvements that will increase the effectiveness 

of our recruitment programs and selection processes.  Further, the Office of Human 

Resources continues to utilize a variety of sources to reach diverse applicant pools 

including:  INSIGHT Into Diversity, DiversityInc.com, and IALHEA.  The Office of Human 

Resources also aims to attract a diverse applicant pool by offering benefit programs 

(insurance, tuition waivers, etc.) for domestic partners.   

 

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

The Office of Human Resources is presently developing a meaningful exit interview process 
through which it can better examine retention trends.  Beginning in FY2012 Equal 
Opportunity, Ethics, and Access in partnership with Human Resources will examine turnover 
trends in conjunction with our annual Affirmative Action Plan results.  EOEA will identify 
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areas where opportunities to improve retention exist and Human Resources will work with 
departments and units to develop strategies and initiatives to address retention issues.   
 

Khris Clevenger, Assistant VP for Human Resources met with the Diversity Task Force on 
June 20, 2011 to discuss new initiatives in the Human Resources Office. The Office of 
Human Resources is presently developing a “First Year Experience” for all new hires that will 
include an introduction to the various areas of campus.  As part of this “First Year 
Experience”, the Office of Human Resources welcomes the opportunity to partner with 
employee organizations and committees to share diversity related information with new 
hires.   
 
The Diversity Task Force will have representation at New Faculty Orientation on August 15, 
2011.  Diane Zosky, Mayuko Nakamura, and Rick Lewis will staff the table at the table fair. 
Jay will help with providing the Educating Illinois backdrop or table drape to decorate the 
table and provide a laptop to showcase archived issues of the Identity. Jay will also provide 
thumb drives with past issues of the Identity. Handouts that support diversity from a 
campus-wide perspective will be distributed. 

 
Office of the President will be sponsoring a Reception for Underrepresented Faculty and 
Staff on August 25, 2011. The Diversity Task Force will assist with this initiative and will 
encourage affinity organizations such as the Association for Black Academic Employees, 
Organization for Latin Employees, Triangle Association, and others to attend and recruit for 
membership.  
 
The following programs and initiatives are presently underway within Academic Affairs: 

 

 The Office of the Vice President for Academic Affairs and Provost will be adding a 
new Assistant Provost in the Fall of 2011 and part of their duties will include 
coordinating Academic Affairs’ diversity initiatives.   
 

 The Leadership Initiative has developed an opportunity for selected members of the 
campus community to explore opportunities as they relate to succession planning.  
The division of Academic Affairs has encouraged units to submit qualified nominees 
in an effort to populate the cohort with a diverse group of individuals.  

 

 As noted previously, Academic Affairs offers Underrepresented Group Faculty 
Retention and Recruitment Assistance funds to provide additional support with the 
successful retention and recruitment of faculty from underrepresented groups.   

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

education programs.  
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Although a University-wide annual diversity training initiative has not been implemented on 

campus, we found that many departments and units across campus offer diversity-related 

training and professional development opportunities for faculty and staff members.  

Specifically, the Office of Equal Opportunity, Ethics, and Access continues to offer training 

on topics such as Diversity, Harassment and Discrimination, and Sexual Harassment upon 

request.  Additionally, the Supervisory Training series developed and facilitated by the 

Office of Human Resources includes an educational session on Diversity.   

 
The following diversity-related training, education, and professional development programs 
are offered through Academic Affairs: 
 

 In University College, faculty serve as mentors for several University College support 
programs including University Scholars, English Scholars and the Louis Stokes 
Alliance for Minority Participation in the Sciences (LS AMP).   

 Underrepresented faculty volunteer for the Career Path Chat program where they 
discuss their discipline and personal achievements in small group settings with 
undergraduate students. 

 Faculty members also serve on a variety of panels or as speakers for various 
programs including the First Generation Powerhouse panel and the Success 101 
student recognition banquet.   

 In addition, the Center for Teaching, Learning and Technology continues to offer a 
variety of diversity-related education programs each year.  For FY2011 the following 
programs were offered: 

o Conversations with Authors - Tedious Journeys: Autoethnography by Women 

of Color in Academe (Fall 2010) – This book examines the experiences of 

women of color as professors in their predominantly white institutions and 

classrooms.  The narratives lend a voice and support to faculty members of 

color and increasing institutional awareness to move beyond the rhetoric of 

diversity to the practice of diversity. 

o Teaching Excellence Series 

 First Generation College Students (Fall 2010) – Seminar aims to help 

faculty and staff understand the needs of first generation students 

and develop strategies to help them succeed.      

 Students in Transition (Fall 2010) – Seminar helps faculty and staff 

understand the new challenges students today are facing and how to 

develop strategies to benefit their courses.                    

o Workshops by Request - Working with International Students: Rewards, 

Challenges, and Opportunities (Spring 2011) – Explores the benefits and 

challenges faced by faculty working with international students while 

developing awareness and strategies to benefit classrooms. 
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o Teaching-Learning Communities 

 Minorities in the Academic Workplace (Spring 2011) - Group intended 

to provide faculty and staff with an opportunity to discuss the joys 

and challenges of being minorities in the academic workplace. 

 Wise Women (Spring, Summer 2011) – Group designed for women in 

academics. 

o Summer Institute for the 21st-Century Educator 

 Universal Design for Learning (Summer 2010) – Covers the basic 

principles for developing teaching to address the learning needs of all 

students, regardless of nationality, language, gender, abilities, 

backgrounds, and other differences in learning styles and challenges. 

 Creating Culturally Inclusive & Diverse College Classrooms (Summer 

2011) – Covers how to become aware of diversity issues, include 

diverse content and design class activities that encourage diverse 

thinking. 

o Teaching and Learning Symposium (Spring 2011) 

 Diversity of Passion in Teaching – Discusses how passion is culturally 

defined and helps faculty understand the complexity and dynamics of 

passion, as related to teaching and learning. 

 Reflections of Culture in Design – Explores avenues to encourage 

students to be more culturally aware and become sensitive to the 

feelings and perceptions of people of diverse backgrounds through 

discussion of the Identity Project in Graphic Design education.  

 Character Portrayals: Embodying American Slavery and Music in the 

Classroom – Explores the use of experiential methods to help 

students gain an in-depth understanding of concepts by reviewing the 

Character Portrayals classroom project. 

o Teaching and Learning Development Grant (Fall 2010) 

  Inclusion of Students with Disabilities in Music Part II – Review of this 

project encourages educators to explore opportunities for inclusion. 

The following diversity-related training initiatives and professional development 

opportunities were noted in the FY2011 Affirmative Action Plan: 

 

 School of Kinesiology and Recreation 

o Faculty attended Teach our Diverse Community of Learners offered by the 

Center for Teaching, Learning, and Technology. 

o Faculty attended the Sheltered Instruction Observation Protocol workshop. 
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o Staff member attended U.S. Latinos and the Future of Higher Education mini-

conference. 

 College of Education 

o Education Administration and Foundations department discussions initiated 

to develop strategies for furthering cultural competency in all faculty 

members. 

o Education Administration and Foundations and Special Education 

departments developed and implemented mentoring programs aimed at 

supporting minority faculty members and other new hires. 

 Dean of Students Office 

o Community Rights and Responsibilities presented to the faculty on Cultural 

Competence and Classroom Management 

o Diversity Advocacy partnered with various departments/divisions (CTLT, 

Politics & Government, History, Latin American and Latino Studies, Women’s 

Studies, Student Affairs, School of Social Work, School of Music, and 

University Galleries to connect diversity education and cultural awareness 

with curriculum and faculty/staff professional development. 

o Formalized Cultural Competency Committee to provide leadership and 

direction in staff development in diversity and social justice training and 

education.  Staff participated in a two day training session facilitated by 

Washington Consulting Group 5/18/10 – 5/20/10. 

o Community Rights and Responsibilities conducted an audit of current conflict 

resolution and student conduct processes with respect to social justice and 

underrepresented student perspectives.  The audit sensitized staff and 

created opportunity for professional development related to cultural 

competence.  

o Continued support of the Safe Zone program and presenting Safe Zone 

training to faculty and staff across campus. 

 Recreation Services 

o Staff members attended Anti-Racism Training program offered through IWU. 

o Staff attended Student Affairs Professional Development program on 

Diversity. 

o Staff attended Reflections-Body Image Academy conference. 

 Student Counseling Services 

o Staff attended Diversity Issues for Counseling Centers conference 

o Continued internal Diversity Committee charged with monitoring and 

enhancing adherence to departmental value statement regarding diversity 
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and carrying out the recommendations from the cultural competency audit 

process. 

o Created and implemented a committee charged with developing a diversity 

outreach plan. 

 University Health Services 

o Staff attended Transgender Definitions and More program 

o Diversity programming to enhance cultural competency of SHS staff 

o Collaborated with other campus units (Mennonite College of Nursing, 

Department of Health Sciences, Student Counseling Services) to provide 

diversity education for employees 

 Facilities Management  

o Staff member attended the National Conference on Race and Ethnicity in 

American Higher Education  

 Student Affairs  

o The Office of the Vice President for Student Affairs has convened a division-

wide diversity task force. The task force’s report with specific 

recommendations for a Division diversity plan will be presented to the Vice 

President for Student Affairs in August. It will call for a coordinated, division-

wide effort to address diversity issues on a regular, sustained basis. 

o The division’s professional development committee has integrated diversity 

issues into its core offerings. Specific programs in FY11 addressed gender 

identity, social class differences among students, and disability awareness. 

Staff members in Student Affairs continue to suggest diversity topics on 

evaluations administered at the conclusion of each program. 

o The On Common Grounds diversity initiative brings together division staff 

members, students, and alumni who attend the university’s Martin Luther 

King Jr. dinner and afterward gather for a discussion of the diversity issue 

addressed by the dinner’s keynote speaker. The discussions also include 

students who entertain with poetry, music and narratives that touch upon 

diversity and social justice issues.  

 
9. Department Chairs’ performance evaluations should consider their efforts to achieve 

diversity at the Department level.  

The AVP for Academic Administration and Assistant Provost will be working with Deans 
regarding the evaluative process for Department Chairs/School Directors and ways to 
include a component that addresses diversity issues at the department/school level. 

 
10. Collaborate with community groups to assess the community climate.  
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Academic Affairs Progress: 

 The Multi-Cultural Leadership Program is a community based program located on 
our campus in Fell Hall.  This program is supported by University College, 
Enrollment Management and Academic Services, as well as the President’s Office.  
This program enhances the opportunities of people with diverse backgrounds to 
serve on committees and boards within the community by providing relevant 
professional development to enhance success in these roles.   

 

 The American Democracy Project has been invited to participate in Not In Our Town 
3 on September 21 to engage the campus community in efforts to raise awareness 
of racism in Bloomington and Normal. 

 
Student Affairs Progress: 

 The Community Engaged Campus (CEC), a component of the American Democracy 
Project, is an evolving concept at Illinois State University driven by our university’s 
commitment to civic engagement as a core value on our campus. The CEC program 
seeks to (1) facilitate an excellent working partnership between ISU's campus and 
the community and (2) ensure that Illinois State University students understand and 
are committed to engaging in meaningful actions as citizens in a democracy. 

 

 The Illinois State University Police Department considers diversity to be a core 
value.  The department strives to be a microcosm of the community it serves and 
has had great success during the last 25 years recruiting minorities, women, and 
university graduates to its ranks. Counting minorities and females, 50% of our sworn 
officers come from underrepresented populations. 
 
Outreach is their “hallmark,” with numerous programs being offered by University 
Police to enhance both a sense of understanding and community. The department 
also requires ongoing training of its officers and staff in cultural diversity, 
intercultural, gender, and nonverbal communications.  Most of the sworn officers 
have attended advanced hate and biased crime investigations training through the 
University of California San Bernardino, sponsored by the Southern Poverty Law 
Center.  One of the numerous crime prevention programs focuses on identifying and 
reporting hate crimes on campus.     
 
ISUPD committed to partnering with diverse initiatives both on and off campus to 
better serve the community.  The department was heavily involved in the creation of 
the Minority and Police Partnership (MAPP) in 2001.  Aaron Woodruff, chief of 
police, has served as co-chair of the organization since 2009.  MAPP was the first 
organization of its kind and has been a model for other communities.   
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On January 20, 2011, approximately 30 community partners from more than 20 McLean 
County agencies – including diverse organizations such as The Immigration Project, McLean 
County AIDS Task Force, and Boys and Girls Club – gathered at the ISU Alumni Center to 
discuss the past, present, and future of civic engagement at ISU. The participants were 
asked: 

 
o What the university could do to improve partnerships; 
o How the university could assist community organizations in working with 

students; 
o How the university could assist community organizations in working with 

faculty. 
 

The group will meet again on July 12, 2011 at the Alumni Center; the topic will be 
Developing Strong Partnerships & Working with Today’s College Student. A copy of the 
Community Engaged Classrooms report can be found at 
http://americandemocracy.illinoisstate.edu/cec/documents/FINAL1roundtablereport.pdf. 

 

The University will be partnering with the YWCA of McLean County to sponsor the Racial 

Justice Summit on November 11, 2011 training more than 100 participants on micro-

aggressions and subtle racism, how to identify, and how to take action. 

 

Conclusion 

Illinois State University continues to live its core value of Diversity through a number of 

curricular and co-curricular activities to create a welcoming environment where all students, 

faculty, and staff can “be who they are” and fully access resources. This status report has 

identified significant updates and outcomes recommended in the 2009 Diversity Task Force 

report. 

 

One of the most successful efforts identified in the finding was the creation of the online 

Identity newsletter and the University’s proactive method for communicating and 

celebrating the work of faculty, staff, and programs.  

 

The Task Force included in its goals an opportunity to provide a forum for dialogues on issues 

of diversity with academic and administrative departments. The June 20, 2011 meeting with 

Khris Clevenger, Assistant VP for Human Resources was a good opportunity to act on this 

goal and offered feedback on proposals being developed in the department. Future 

invitations to departments inviting representatives to Diversity Task Force meetings should 

continue to be extended. 

 

http://americandemocracy.illinoisstate.edu/cec/documents/FINAL1roundtablereport.pdf
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The reconvened Diversity Task Force has also identified some key areas in its findings that 

may require additional work or would create opportunities: 

 

 Continue to explore and secure resources for the creation of a Chief Diversity Officer. 

The Diversity Task Force has been asked to benchmark institutions where this 

position is in place and assist in developing a position description. In the absence of 

this position, the Diversity Task Force can keep a “pulse” on the University and 

communicate emerging issues and trends to the President’s Office. 

 

 Data collected from academic departments only resulted in a 47% response rate in 

the 2009 survey. Continue to assess the academic environment utilizing the Assistant 

VP for International Studies and Diversity. It may also be necessary to develop an 

assessment cycle for reviewing the diversity efforts of the University and work with 

an external consultant to evaluate the institution. The Diversity Task Force would be 

available to assist with this effort. 

 

 Assist the Human Resource Office and Academic Affairs with its efforts to recruit 

diverse faculty and staff as well as provide resources to assist newly hired diverse 

faculty/staff in their transition to the University and the Bloomington/ Normal 

community. The issue of succession may also create challenges for the institution as 

future retirements will significantly impact the number of full time staff members 

from underrepresented groups and needs additional study. 

 

 

 


