
The Diverse Campus:  
Intersecting Access and 

Equity across the Student 
Experience 

February 1, 2018 
Pitzer College, Claremont, CA 



MARK YOUR CALENDARS 

2017-2018 EDUCATIONAL WORKSHOPS 

WASC Senior College and University Commission is pleased to announce a selection of educational 
programs for 2017-18. Developed by regional and national experts, they cover topics of vital interest 
to all higher educational institutions – and particularly to those in the WSCUC region. They are 
entirely optional, but our hope is that member institutions will find them of service. WSCUC staff will 
be present at each session to answer any questions related specifically to WSCUC accreditation 
expectations. 

 Assessment 101: Meaningful Assessment for Student Learning
October 26, 2017. Mills College, Oakland, CA

 Analytics for Academics: Producing Actionable Information about Students and Learning to Improve
Effectiveness
October 27, 2017. Mills College, Oakland, CA

 NEW! The Learning Institution: Aligning and Integrating Practices to Support Quality
November 15, 2017.  University of San Francisco, San Francisco, CA

 NEW! Program Review: Comprehensive and Sustainable Approaches for Educational Effectiveness
November 16, 2017.  University of San Francisco, San Francisco, CA

 President/Trustee Retreats
December 7, 2017.  Woodbury University, Burbank, CA
December 8, 2017.  Mills College, Oakland, CA

 NEW! Assignment Design Charrette
January 16, 2018.  Kellogg West, Pomona, CA

 Building a Culture of Quality: A Retreat for Institutional Leaders
January 17, 2018.  Kellogg West, Pomona, CA

 NEW! The Diverse Campus: Intersecting Access and Equity Across the Student Experience
February 1, 2018. Pitzer College, Claremont, CA

 Assessment 201: Advanced Topics in Assessment
February 2, 2018. Pitzer College, Claremont, CA

 Assessment 101: Meaningful Assessment for Student Learning
May 17, 2018.  Chaminade University - Honolulu, Hawai’i

 NEW! The Learning Institution: Aligning and Integrating Practices to Support Quality
May 18, 2018.  Chaminade University - Honolulu, Hawai’i

Check the WSCUC website for details! 
https://www.wascsenior.org/seminars 

http://cts.vresp.com/c/?WesternAssociationof/3726bc6a69/1f1ea94d64/0e0454c5d5/utm_content=jkotovsky%40wascsenior.org&utm_source=VerticalResponse&utm_medium=Email&utm_term=President%2FTrustee%20Workshops&utm_campaign=Make%20Plans%20Now%21%20%20WASC%202012-2013%20Workshops


Table of Contents 
Schedule / Agenda 3 

Pitzer College Map 4 

Facilitator Biographies  5 

Attendee Directory 7 

Welcome / Introductions (David Chase) 9 

 WSCUC Equity and Inclusion Policy 10 

 Poll Everywhere Instructions 14 

Contextual Discussion – Defining Terms and Checking Contexts (Joseph Slowensky) 15 

 Presentation Slides 16 

 The Garden: An Organismic Metaphor for Distinguishing Inclusion from Diversity 28 

 Diversity Dimension Handout 36 

 Trans Term Sheet 37 

Campus Missions, Changing Demographics and Nurturing Diverse Talent (Marguerite Bonous-Hammarth) 38 

 Presentation Slides 39 

Seminal and Emerging Theories to Inform Diversity Initiatives, Student Learning, and Organizational 
Change with Interactive Dialogue (Marguerite Bonous-Hammarth) 45 

 Presentation Slides 46 

 Scan We Please? 60 

 Logic Model and Activity Mapping 61 

Institutional Contexts, Strategies, and Planning (Joseph Slowensky) 63 

 Presentation Slides 64 

 Chapman University: Diversity & Inclusion Organizational Chart 73 

 Reporting Template for Task Forces and Advisory Groups 74 

 Chapman University: Strategic Plan for Diversity & Inclusion 2017 75 

 One Page Strategic Plan for Diversity and Incllusion 107 

 Campus Progress Accomplishments List 108 

 Global Key Performance Indicators 112 

 Strategic Plan Performance and Progress Indicators 114 

 University of Michigan: Diversity, Equity, and Inclusion Strategic Plan Progress Report 2017
Excerpt (p.1-11) 118 



Paradigm Shifting – Participant Role Play and Dialogues (Marguerite Bonous-Hammarth) 130 

 Presentation Slides 131 

 Case Prompts  134 

Multiple Dimensions of Diversity  138 

Participant Plans and Reporting (Joseph Slowensky)  

 Presentation Slides 139 

 Knowledge Generating Organization Development Interventions for Campus Culture 
Change 141 

An Alternative Model for Consideration (Marguerite Bonous-Hammarth)  

 Presentation Slides 142 

 An Alternative Model: Kezar’s Change Macro Framework 145 

What Are You Taking Forward? (Marguerite Bonous-Hammarth and Joseph Slowensky) 148 

 Presentation Slides 149 

Additional Resources 151 

 A  Collection of Literature and Online Resources 152 

 Yes, You Have Implicit Biases, Too (David  Gooblar)  155 

 The Progressive Stack and Standing for Inclusive Teaching (Kevin Gannon) 161 

 Task Force & Advisory Group Dialogue Guide 169 

 Chapman University Diversity & Inclusion Member Packet 170 

WSCUC Assessment Community of Practice Information 185 

WSCUC Assessment Leadership Academy Information 186 

Watermark 187 

WSCUC Educational Programing 2017-2018 Inside 
Cover 

2018 WSCUC Academic Resource Conference – SAVE THE DATE Back 
Cover 

 



\ 

The Diverse Campus: Intersecting Access and Equity across the Student Experience 
Thursday, February 1, 2018, 8:30 am – 4:30 pm 

Claremont, CA 

WORKSHOP SCHEDULE 

8:00 – 8:30 Arrival, Check-in, Registration 

8:30 – 8:45 Welcome / Introductions 
Facilitated by David Chase 

8:45 – 9:45 

9:45 – 10:00 

10:00 – 10:10 

10:10 – 11:20 

11:20 – 12:30 

12:30 – 1:45 

1:45 – 2:45 

2:45 – 4:00 

Contextual Discussion – Defining Terms and Checking Contexts 
Facilitated by Joseph Slowensky 

Campus Missions, Changing Demographics and Nurturing Diverse Talent 
Facilitated by Marguerite Bonous-Hammarth 

Break 

Seminal and Emerging Theories to Inform Diversity Initiatives, Student Learning, 
and Organizational Change with Interactive Dialogue  
Facilitated by Marguerite Bonous-Hammarth 

Institutional Contexts, Strategies, and Planning 
Facilitated by Joseph Slowensky 

Networking Lunch (Founders Room, located in McConnell Center- #9 on the map)

Paradigm Shifting – Participant Role Play and Dialogues 
Facilitated by Marguerite Bonous-Hammarth  

Multiple Dimensions of Diversity 
● Participant Plans and Reporting
● An Alternative Model for Consideration
Facilitated by Joseph Slowensky and Marguerite Bonous-Hammarth

4:00 – 4:30 What Are You Taking Forward? 
Facilitated by Marguerite Bonous-Hammarth and Joseph Slowensky 
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Interactive Campus Map: www.pitzer.edu/map/
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The Diverse Campus 

Biographies 

Facilitators 

Marguerite Bonous-Hammarth 

Marguerite Bonous-Hammarth is Executive Director for the Office of Inclusive 
Excellence at the University of California, Irvine (UC Irvine), where she 
collaborates with faculty, staff, and students to oversee program development 
and responsive research and assessment for diversity, equity, and campus 
climate initiatives. Her diverse responsibilities within higher education for more 
than two decades have ranged from academic curriculum development and 
implementation, evaluation of student admissions and advising, to training, 
measurement development, and assessment planning as Director of Assessment, 
Research, and Evaluation for the UCI Division of Student Affairs. Dr. Bonous-
Hammarth also integrates her research interests in college student development 
and organizational change to frame her collaborative approaches to holistic 
learning assessment. She holds a Ph.D. in Education from the University of 
California, Los Angeles, a M.A. in literature from the University of California, San 
Diego, and a B.A. in English from Stony Brook University. (2007). 
Email: mbonoush@uci.edu 

 

Joe Slowensky 

Joe Slowensky is the Vice Provost for Institutional Effectiveness and Faculty 
Affairs at Chapman University.  He supervises the offices of Faculty Affairs, 
Institutional Research, Diversity and Inclusion, Accreditation and Assessment, 
and the Institute for Excellence in Teaching and Learning.  Before joining the 
Provost’s Office, Slowensky served as Chair of the Film Division in the Lawrence 
and Kristina Dodge College of Film and Media Arts where he holds his 
appointment as Professor. A screenwriter and producer, Slowensky has written 
and produced projects for ABC, the Disney Channel, and CBS.  He is an emeritus 
member of the Writers Guild of America, West, and the Academy of Television 
Arts and Sciences Writers Peer Group, where he’s a voting juror for the prime 
time Emmy Awards. A native of Houston, Texas, Slowensky received a bachelor’s 
degree from the University of Texas at Austin, and master’s degree from the 
University of Southern California. Slowensky currently leads the Chapman 
Diversity Project, a 200-member, campus-wide, long-term, volunteer initiative 
designed to enhance the campus culture for diversity and inclusion.  
Email: jslowens@chapman.edu 
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WSCUC Representative 

 
David Chase 

David Chase is the Associate Vice President, Educational Programs at the WASC 
Senior College and University Commission. Prior to joining WSCUC in 2017, 
David was responsible for leading Academic Affairs at the American Film 
Institute Conservatory in Los Angeles, California, which included the planning, 
development, and evaluation the Conservatory's academic programs and 
serving as the Accreditation Liaison Officer. David also held the position of 
Senior Associate Director of Institutional Effectiveness at the University of the 
Pacific, where he also served as the Assistant Dean of the Conservatory of Music 
and taught courses in the Music Management program and in the core seminars 
of Pacific’s General Education program. He earned Bachelor of Music and 
Master of Arts in Music degrees from Pacific’s Conservatory. David has 
published and presented workshops on assessing student learning and on 
teaching, learning, and assessment in higher education arts disciplines. He is a 
graduate of the third class of WSCUC’s Assessment Leadership Academy. 
Email: dchase@wscuc.org  
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Equity and Inclusion Policy 
 
PURPOSE OF THE POLICY 
 
WASC Senior College and University Commission (WSCUC) member institutions are expected (Standard 
1) to have a clear and explicit sense of their essential values and character, their distinctive elements, 
and their place in both the higher education community and society, and their contribution to the public 
good. This includes demonstrating an appropriate response to the increasing diversity in society through 
its programs and practices. Through their commitment to student learning and success and to quality 
and improvement, institutions are expected (Standard 4) to engage in sustained, evidence‐based, and 
participatory self‐reflection about how effectively they accomplish their purposes and achieve their 
educational objectives. 
 
Since its 1994 Statement on Diversity was incorporated into the 2001 Handbook of Accreditation, the 
Commission has had more than a decade in which to observe the responses to these expectations by 
member institutions, which have a remarkable diversity of institutional types, missions, and student 
profiles. That experience has confirmed that issues of diversity, equity, and inclusion are systemic, 
related to student success and institutional effectiveness in a number of ways.  
 
The goal of this document is two‐fold: to update the diversity policy to clarify Commission expectations 
for institutional reviews and to share principles and good practices that have been observed in member 
institutions that have successfully advanced their inquiry in these areas. 
 
INTRODUCTION AND GENERAL PRINCIPLES 
 
As institutions of higher education, the purpose of colleges and universities is to deliver an essential 
public good, namely a high‐quality post‐secondary education. Institutional commitments to advancing 
educational excellence and fostering an engaged, civil society are demonstrated in part by policies and 
practices that help ensure the success of diverse student populations and prepare all students to learn 
and derive value from the broad representation of colleges and universities that are members of 
WSCUC. 
 
WSCUC member institutions have valuable assets, including rich programs that are reflective of the 
goals of the diverse student populations that they serve, that stem from a belief that educated people 
are engaged “citizens of the world” as well as a commitment to scholarship as a form of expression 
and expansion of knowledge. Students benefit most from these assets where there is a climate of 
respect for a diversity of backgrounds, ideas, and perspectives, and where the institution’s various 
constituencies deal honestly and constructively with issues of equity and inclusion. All institutions face 
a fundamental challenge to create a campus culture where the wisdom and will to build trust among 
people and groups is widely distributed, and opportunities for enhancing equity, inclusion and 
community are encouraged and supported. At the same time, there is no expectation that, with the 
variety of institutions in our region, there will be a uniform approach or response to this challenge. 
The common goal among member institutions is to realize the potential of their students through 
higher education. 
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Given the importance of institutions valuing diversity and fostering inclusion to serve all of their 
students and the public, thereby truly contributing to the public good, the Commission notes the 
following principles that underlay its standards and expectations for institutional reviews. 
 

 Commitment to student learning and success requires that institutions actively seek to 
support the success of all of their students. 

 Engagement with historical and contemporary issues of diversity, equity, and inclusion are 
educational objectives that can be productively incorporated into programs at any level.  

 Seeking and valuing multiple dimensions of diversity within its various constituencies 
strengthens an institution’s effectiveness. 

 
EXPECTATIONS FOR INSTITUTIONAL REVIEW AND PRESENTATION 
 
To fully respond to the expectations of the Standards, an institution should be prepared to provide 
evidence of inquiry and action to address the following questions, especially in the context of seeking 
initial accreditation or responding to previous Commission recommendations concerning diversity. 
 
Institutional Commitment 
 

 How does the institution define diversity within its mission and purposes with reference to 
existing students, staff and faculty? What communities does the institution seek to serve? How 
may changing social demographics affect the way the institution serves its students and the 
public good? 

 How have institutional leaders, particularly governing boards and senior administrators, 
demonstrated the willingness and capacity to identify and address equity concerns among 
campus constituents and to help educate the broader community regarding the need for equity 
and inclusion at their institutions? 

 
Access/Inclusion 
 

 Has the institution identified groups of prospective students who may have been historically 
underserved by the institution? Has it taken steps and devoted resources to increase access and 
success for these students? 

 How do the institution’s decision‐making structures and planning processes integrate the 
perspectives of members from its multiple constituencies, including those who may have been 
historically underserved? 

 
Support/Success 
 

 How has the institution tracked and analyzed the educational achievement of distinct groups of 
students and acted to close gaps between groups over time?  

 How does the institution identify needs or concerns of distinct groups among its constituencies 
and provide support consistent with the needs expressed by those groups? 
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Campus Climate 
 

 Does the institution regularly assess perceptions of campus climate by students, staff and 
faculty? How are the results shared with the campus community and how do they inform 
institutional action?  

 Does the institution have effective mechanisms for addressing bias‐related concerns from 
members of its community? 
 

Educational Objectives 
 

 Do any curricular or co‐curricular programs incorporate student learning outcomes specifically 
related to the ability to acknowledge and interact productively and respectfully with people of 
diverse backgrounds and differing perspectives?  

 
GOOD PRACTICES FOR VALUING DIVERSITY AND FOSTERING INCLUSION 
 
Drawing upon the success of its member institutions in engaging with issues of diversity, equity, and 
inclusion, the Commission shares the following good practices that can be adapted to a diverse 
spectrum of institutional missions and contexts. 
 

1. Institutional mission and purpose are reexamined. Governing boards have an especially 
important role in this regard. As students, faculty and staff within institutions become more 
diverse, there is an even greater need to focus on common purposes and to identify core 
values. Reflection on institutional purpose, which should be at the heart of every self‐study, 
also implies a sober assessment of changing and sometimes conflicting goals.  
 

2. Institutions seek and nurture diversity within their student bodies, faculty, administrative staff, 
and governing boards. In many cases, colleges and universities choose, at their own initiative, 
to compare their composition to regional, state or national populations as a whole. In other 
instances, the reference group is the particular constituency, sometimes religious in nature, 
which the institution intends to serve. In applying its Standards, the Commission respects the 
institution’s own view of its constituency, based upon its unique mission. Each institution, 
however, analyzes the diversity present in the constituency it chooses to serve, honestly 
represent that aspect of its mission to prospective students, actively seek to reflect that 
diversity in its membership, and consider the role of diversity in addressing student needs. 
 

3. Institutions include an appreciation of diversity as an outcome of instruction appropriate to 
students’ level and goals and consider all forms of diversity as they intentionally and 
unintentionally affect the educational process. WSCUC member colleges and universities 
are diverse in many ways (e.g., the various academic disciplines and fields of professional 
study as well as the diversity of the community in terms of age, ethnicity, political belief, 
socioeconomic class, religious faith, gender and sexual orientation, interest in the arts and 
athletics, regional and national background). Each institution considers how the various 
forms of diversity can be understood, respected, and valued in the curriculum. Faculty of 
each institution have primary responsibility to rise to this challenge as they plan curricula, 
design courses, and teach and advise students.  
 

4. All students enrolled at the institution have their learning and success supported by 
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environments that foster their intellectual and personal development. In particular, institutions 
seek to achieve a better understanding of the characteristics, interests, aspirations and 
learning needs of the diverse segments of their student populations. As institutions address 
challenges faced by students from historically underserved populations, particularly in terms of 
student learning, support from faculty, the availability of academic support services and the 
quality of residential life, they consider responses and solutions that benefit all students and 
are informed by communication and collaboration across units. 
 

5. Institutions assess their efforts to make equity and inclusion integral to plans for institutional 
improvement. Assessment includes well‐articulated metrics that measure progress over time, 
an examination of disaggregated retention and graduation statistics, and the gathering and 
analysis of comparable data and trends in individual schools and departments as well as for the 
campus as a whole. Of equal importance is probing beneath the numbers to illuminate 
individual perceptions and patterns of interaction among the members of various groups. 
Institutions conduct periodic systematic assessments of how different students, faculty and 
staff view their experiences on campus (often referred to as studies of campus climate).  

 
 
 
Approved by the Commission, 1994 
Revised, November 20171 
 
 
 
  
 
 
 

                                                            
1 Prior to November 2017, this policy was known as the Diversity Policy 
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We will use Poll 
Everywhere for a brief 
poll during this 
presentation.  

At the given time, you 
will be asked to access 
your cell phone to: 

(1) TEXT ONCE a 
message (presenter 
code in this 
example is 
“presenterpete”) to 
join the poll <hit 
SEND>

(2) TEXT A SECOND 
TIME with the letter 
corresponding to 
your poll response 
<hit SEND>
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Contextual Discussion
Defining Terms and Checking Contexts

Joe Slowensky
Vice Provost for Institutional Effectiveness and Faculty 

Affairs, WASC ALO
Professor of Film and Media Arts

Chapman University

Learning Outcome:

Identifies the wide variety of contexts 
and assumptions about diversity in 
order to design more effective 

strategies.
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Gen Z

Gen Z
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Diversity

Assumptions
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Historically 
Underrepresented 

Populations

In Context:

Terms and Definitions
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Diversity & Inclusion

• Diversity:

• Diversity welcomes, 
values and engages 
people who are 
heterogeneous in 
background, 
perspective, and 
experience.

• Inclusion:

• Inclusion is a state in 
which all organization 
members feel welcome 
and valued for who they 
are and what they bring 
to the table.

Garden Metaphor
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Federally Protected Statuses

Race

ColorReligion or creed

National origin or ancestry

Sex

Age

Physical or mental disability

Veteran status

Genetic information

Citizenship

Equality vs. Equity
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Equality vs. Equity vs. Justice 
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On Campus Contexts

• Students
• Staff** (internal and contracted vendors)
• Faculty
• Administrators
• Trustees

Off Campus Contexts

• Regional or National Population
• Local Communities
• Colleagues at other institutions
• Alumni
• Donors
• Accrediting agencies
• Federal government (IPEDS, etc.)
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Who Am I?

Diversity Dimensions

24



Myths and Misperceptions

We all want diversity, right?

We’re all on the same team…

…or are we?
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• If the administration would just get on board, 
things would be so much better.

• If we only had a CDO, they could fix this place.

• It’s a Republican vs. Democrat thing.

Realities

• Culture change isn’t easy

• It’s messy

• It’s expensive

• It takes a long time

• The field is always changing

26



• What are the benefits of diversity?

• What are the benefits of inclusion?

• What is the Return on Investment?

Guidance

27



Graziadio Business Review | Graziadio School of Business and Management | Pepperdine University

The Garden: An Organismic Metaphor for Distinguishing Inclusion from Diversity
The classic management article, “On the Folly of Rewarding A While Hoping for B,”[1] observed that organizations
regularly reward the very behaviors they seek to eliminate. For example, in higher education educators are encouraged
to use more technology in their classrooms (A). However, instructors are retained, rewarded, and punished based upon
student evaluations (B). As a result, some educators avoid integrating unfamiliar technology into their classrooms
because if the implementation fails, it may result in lower student evaluations (which is what is actually being
rewarded). Leaders’ workplace inclusion efforts may fall into this trap if, in hopes for inclusion (A), they primarily
expend (and reward) efforts to diversify (B)—and this can result in wasted resources. When organizational inclusion
efforts are successful, they are keenly focused and systematically supported by organization design efforts such as
strategic planning, resource allocation, intentional communication, and reward systems.[2]

Introduction

Scholarship and best practices in workplace diversity and inclusion (D&I) have burgeoned
recently. Unlike other topics in which scholarship lags practice, organizational “D&I” practices
often lag scholarly research. While scholars are increasingly keen on distinguishing these terms,
many organizational leaders erroneously interchange the terms diversity and inclusion in their
conversations,[3] which obscures the focus, and, therefore, the effectiveness of well-intentioned
and well-designed interventions.

Despite their different meanings, many leaders swap the terms diversity and inclusion—often in
the same sentence or while trying to define them. An Internet search for the term “inclusion” bears
this out. For example, in “The 50 Best Workplaces for Diversity 2016,” the first sentence reads
“Fortune’s annual list of companies in the U.S. doing the most to create inclusive cultures for minorities, LGBT employees, and
women.”[4] Similarly, Offices of “Diversity and Inclusion” and “Diversity Equity and Inclusion” councils exist in many
organizations. The acronyms “D&I” and “DEIC” have come to describe the research, practices, and professionals who engage in
both areas: diversity and inclusion.[5] Definitions of inclusion that include diversity, and vice versa, signal that the two concepts
cannot be considered exclusively of each other.[6] Scholars seeking to define these terms acknowledge word usage is “slippery” at
best.

Two premises undergird this article. The first premise is that diversity and inclusion are not synonyms and, therefore, should be
languaged, operationalized, and assessed independently. While practitioners trying to impact one are wise to consider the other, they
must resist—at all costs—the internal urge and external pressure to obfuscate the distinction between these two important issues. The
second premise is that clarifying how workplace inclusion is experienced by employees will help those leaders who want to create
inclusive organizations achieve their goal. After a discussion of the use of metaphor in organizational research, this article offers for
consideration the metaphor of “Organizations as Gardens,” to clarify the distinction between diversity and inclusion. The piece ends
with practical evidence-based advice grounded in the author’s decades long research on inclusion, whose penultimate goal is to
empower leaders with a set of useful concrete behaviors that create inclusive work environments.

Metaphors and Organizational Theory

Reflecting upon his classic book Images of Organization,[7] renowned management scholar Gareth Morgan[8] asserted that his
earlier work’s “core thesis…was that all theories of organization (and all social theory in general) have implicit core assumptions
about the nature of the social world,” (p. 459). By utilizing metaphors, “we generate partial ‘truths’—insights that may resonate and
produce genuine understanding but if taken literally or to an extreme, are patently distorting and false,” (p. 463).

In sum, metaphors help organizational scholars develop theory and practice, but, they are not meant to be taken literally. One of the
organizational metaphors that Morgan utilized in his classic book was “Organizations as Organisms,” “living system[s], existing in a
wider environment on which they depend for the satisfaction of various needs.”[9] Scholars using this organismic metaphor
commonly assert that the:

…distinctions and relations among molecules, cells, complex organisms, species, and ecology (sic) are paralleled in those
between individuals, groups, organizations, populations (species) of organizations, and their social ecology (sic). In pursuing
this line of inquiry, organization theorists have generated many new ideas for understanding how organizations function and the
factors that influence their well being (p. 34).

In this same vein, with a purpose of helping readers memorably distinguish diversity from inclusion, the author extends Morgan’s
popular metaphor of “Organizations as Organisms,” offering readers the metaphor of “Organizations as Gardens.”

Operating Metaphor: “The organization as garden.”
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The elements of Morgan’s aforementioned organismic metaphor that the present “Organization as Garden” metaphor uses are:

individuals (intrapersonal and leader behavior aspects)
groups (interpersonal interactions)
organizations (as in the culture)
social ecology (as the organization’s external environment of vendors, suppliers, the community, et cetera).

The metaphor of a garden is a tool to aid clear thought and, as a consequence, clear speech regarding diversity and inclusion.
Imagine a garden containing various vegetation: fruits, vegetables, flowers, foliage, and trees. All vegetation needs a conducive
environment to flourish: a suitable pH, a healthy level of aeration, and sound nutrients. Flourishing gardens are free of parasites and
toxic chemicals because these elements are harmful to the garden, its inhabitants, and—in the case of toxic chemicals—the
environmental ecology. While all plants need sun, shade, nutrients, soil, water, and care, different plants require different mixtures of
these elements to thrive. Some need shade while others need more sun; some need moist soil, others thrive in drier soil. This is the
same for people in organizations; while one subset of inclusive behaviors will work with one person, another may most positively
respond to another set. Various elements of this metaphor of “Organization as Garden,” are applicable to organizational life.

Gardens: These are organized and preconceived places into which vegetation is deliberately planted. Organizations are
preconceived places into which employees are hired.

Gardeners: These are humans who design and care for the growing space, plant the seeds and sprouts, prune branches, and
monitor, nourish, and reinforce the plants regularly trying to help them thrive and bear fruit. These are formal and informal
leaders who design the team environment, and hire, discipline, evaluate, and develop employees, with a goal of eliciting strong
performance in service of the organization’s goals.

Garden Tools: Gardeners do not ply their trade with their bare hands; they utilize tools such as hoses, rakes, wheelbarrows, and
shovels. Leaders in organizations also utilize tools to ply their trade. Organizational design guru, Jay Galbraith[10] recommends
that leaders seeking to make forward progress ensure alignment of five organizational design elements: Strategy, Structure,
Processes and Lateral Capability, Reward Systems, and People Practices. When leaders align these organizational design tools
to create, nurture, and sustain an inclusive environment the garden starts to thrive.

Diversity: This refers to the different vegetation that gardeners plant into the garden. For example, suppose that Garden 1 is
primarily a rose garden while Garden 2 contains roses, daffodils, and tulips. Garden 2 is more diverse. Leaders employ
individuals who represent a wide variety of identities, genders, experiences, types of expertise, and ways of thinking.[11] (Note:
“Diverse” is an adjective that describes a collective, not an individual. Thus, we do not plant a “diverse flower;” rather, we
create a diverse garden.)

Organizational Culture: The soil into which gardeners plant vegetation. Some soil is too sandy to allow vegetation to thrive.
Other soil is too riddled with fungus to grow. Soil needs certain generic characteristics for any plant to thrive. The sum of
organizational processes, strategies, and cultures is robust, with all employees thriving and complementing each other in their
collective focus on achieving the organization’s goals.

The Ecological Environment: The ecological environment outside of the garden is complex. It includes elements that the
gardener cannot control, such as wind, rain, and clouds. The external ecological environment of an organization is similarly
complex. It includes various external stakeholder groups (e.g., vendors, suppliers, competitors, and community members),
industry regulations, laws, and market forces whose demands must be balanced by leaders.[12] For purposes of the present
article, the focus will be on human stakeholders.

Fertilizer: Fertilizer helps to provide nutrients that help plants in a garden grow to their maximum size, life span, and
fruitfulness. Inclusive internal and external organizational processes, leadership behaviors, interpersonal interactions, and
positive intrapersonal beliefs and assumptions about inclusion serve to fertilize the garden.

“Diversity” is akin to the number of types of vegetation planted. “Organizational culture” is akin to the soil into which the vegetation
is planted. “Inclusion” is akin to the fertilizer intentionally applied to the soil to nurture the vegetation. There are four combinations
of “diversity” and “inclusion,” which are depicted in the 2×2 matrix below.

Table 1:
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The “Organization as Garden” Metaphor Applied to Diversity and Inclusion

The “Organization as Garden” metaphor shows that diversity and inclusion can exist independently or together in organizations.
Now, the discussion shifts to “fertilizer analysis.” What exactly is inclusion? Leaders know that it is something to which they should
aspire, but few are confident explaining what it means in a concrete and behavioral sense.

What comprises the “fertilizer?” What is “inclusion?”

This question was the impetus behind the author’s recently published organizationally-based research with organizational
development consultant Josie Lindsay.[13] After amassing roughly 7000 responses from employees and managers in multiple
organizations, on multiple continents, in multiple industries, and of virtually every identity group combination possible, Smith and
Lindsay attempted to answer one question: What makes people feel included at work?

Their research found that when people experience the manifestation of Ubuntu—a Bantu word that labels a central tenet of African
philosophy[14] whose premise is that all human beings are interconnected and interdependent—they feel included. Ubuntu precedes
and goes far beyond Western, more instrumental, individualistic, and organizationally-contained, notions of inclusion. In an
individualistic society, the goal is often self-centered: become individually healthier, earn a promotion, make more money, receive
individual acclaim. In an Ubuntic society, the goal is always other-centered: promote the collective’s reputation, success, health, and
sustainability.

For example, Ubuntu represented the value system that guided former South African President Nelson Mandela as he managed the
Truth and Reconciliation Councils. His goal was not to “punish” White South Africans for their practice of apartheid, but, rather to
heal the whole nation.[15] This simply could not have been done in a culture for whom Ubuntu was a non-culturally-supported
norm. While we cannot change our wider society, we can change the cultures of our organizations to be more Ubuntic. The authors
label their model Ubuntic Inclusion[16] because its successful manifestation hinges upon accepting Ubuntu as a worthy
organizational ideal, which distinguishes it from other more instrumental models of inclusion.

Research Overview

Over a 13-year period the authors[17] were individually and collaboratively engaged in three consulting projects, during which they
each sought and received permission from organizational sponsors to anonymously use data they collected during the projects. While
in the organizations between 1996 and 2013, they conducted critical incident interviews, focus groups, and electronic open-ended
surveys (with the critical incident interview prompt) with a diverse set of organizational stakeholders in three work contexts:

U.S. and European employees in a U.S.-based global financial conglomerate
U.S., Canadian, Mexican, and Caribbean employees in a U.S.-based global retailer
Students, faculty, staff members, and administrators from various identity groups at a medium-sized internationally diverse
public university in the U.S.

Using Thematic Analysis to analyze the data and identify themes within the content of stakeholders’ recollections of their peak
moments of inclusion (and, unfortunately, exclusion) in organizations, the authors’ sought and achieved 100 percent Interrater
Reliability (IRR). This high level of reliability was sought because of the highly qualitative nature of the analyses. Their analyses30



http://gbr.pepperdine.edu/tag/diversity/

elicited eight themes that described organizational stakeholders’ stories of peak inclusive moments. These themes, which repeatedly
manifested themselves internally (i.e., leaders and employees) and externally (i.e., suppliers, vendors, customers, community) are
listed and defined below.

Dimensions of Ubuntic Inclusion

The resulting model of Ubuntic Inclusion[18] contains eight themes. Each theme is comprised of several behaviors—enacted by
respondents, their peers, and leaders—that impacted how included respondents felt. Those dimensions and behaviors are listed
below.

Connection—When individuals experience a sense of bondedness and a sense of community with employees, leaders, peers,
and external stakeholders they feel included. Specific behaviors included being connected to a larger purpose, feeling a sense
of community, eating together, feeling proud of the organization, feeling connections with leaders and peers, being networked
throughout the organization, being connected to one’s team, and feeling connected through fun activities.
Care—When stakeholders perceive that other stakeholders value, acknowledge, help, and want the best for them, they feel
included. Specific behaviors that made people feel cared about were receiving personal or professional help, leaders taking the
time to get to know them, leaders and peers caring what they thought and felt, receiving a “thank you” now and then, and
being spoken to.
Intrapersonal Inclusion—This dimension refers to stakeholders’ thoughts, self-talk, assumptions, and beliefs about inclusion,
whether or not they are included, and whether or not to include others. Some of the behaviors that made people feel most
included were expecting inclusion, initiating inclusion themselves, being told that they belong, being flexible, belonging to
affinity groups, and being open to inclusion.
Communication—When people participate in and feel in the communication “loop” they feel included. This includes being
up to date on formal and informal communication, having open communication channels (upward, downward, and laterally),
perceiving transparent communication (especially about career opportunities), receiving feedback, having a “safe space” for
communication, and when communication exists in multiple languages.
Mentoring and Coaching—When people have mentors and when people become mentors, it makes them feel included. This
involves having a diverse set of mentors in one’s corner to support, sponsor, and assist one’s professional success—and
serving formally or informally in this capacity for others with whom one identifies. This also includes getting support for skill
development, career development—either formally or informally.
Fairness—When people perceive fairness, they are more likely to feel a sense of inclusion. Fairness refers to organizational
stakeholders’ experience of equitable treatment by leaders and peers, regarding policy enforcement, opportunities, staffing,
compensation, work-life balance, and career development
Trust— This dimension is foundational for creating sustainable inclusion. When stakeholders’ trust processes, Human
Resources, leaders, leadership decisions, and peers—and, in turn feel trusted by them, they feel included. (Note: Mistreating
one employee metastasizes distrust throughout an organization—negatively impacting the trust of mere observers.)
Visibility and Reward— When stakeholders are seen and accurately valued by their peers and leaders, and rewarded for
dedication and success they feel included. They feel most included when they are recognized among peers, when they can
celebrate stellar performance with peers, when they have conquered challenges, are promoted, and when they receive
recognition (internally and externally) for their good work.

What can leaders do to increase organizational inclusion?

Sometimes organizational leaders such as managers, Diversity and Inclusion chairpersons, and even Chief Diversity Officers, are
overwhelmed by how to foster meaningful and sustainable inclusion in their organizations. The issues facing organizations are
complex. The eight dimensions of inclusion that were explained earlier, along with their accompanying behavioral definitions serve
to inform leaders who endeavor to start the ongoing process of making their organizations more inclusive…starting tomorrow.

To instill a sense of Connection, consider:

setting or maintaining rituals of fun with the team (e.g., a NCAA tournament pool).
finding an opportunity to eat with your team, regularly (e.g., brown bag sessions at lunch).
reminding employees of the larger team and organizational purpose, and how their contributions help achieve it (e.g., once a
month share how the team’s work translated in sales, or increased safety, or customer satisfaction).
bonding with clients, suppliers, customers, and/or vendors through food, fun, and quality time (e.g., expose employees to
customer interactions occasionally).

To instill a sense of Care, consider:

taking advantage of each interaction with employees and clients to learn about their thoughts and feelings (e.g., look at the
individual and focus only on what he or she is saying, even if you only have 2 minutes).
speaking to vendors and people in the organization…even strangers (e.g., make it a habit to say hello to your coworkers, even
those whom you do not know).
helping employees and peers whenever you can.

31



http://gbr.pepperdine.edu/tag/diversity/

sending birthday and family event cards and celebrating major work anniversaries with employees (e.g., get a box of cards and
sign them all. Write employee’s names on the envelopes. File them by month and celebrate birthdays either at the end of the
month (for large organizations) or on the day (for smaller organizations)).
participating in efforts that benefit the surrounding community (e.g., participate in a clean-up day, or local building project)

To instill a sense of Intrapersonal Inclusion, consider:

telling employees individually and in a team meeting that you are glad to have them on your team
telling employees (at different times) why they are valued members of the team. (Note: Your comments must be honest to be
effective.)
introducing new team members for the first time and including what they bring to the group

To instill a sense of inclusive Communication, consider:

creating a weekly communication “to do” list to ensure that you interact with everyone.
designating an informal communication spot at work…and periodically interacting with employees there.
listening non-defensively to what internal and external stakeholders’ input—and then closing the loop by informing employees
if you act on their feedback and what ensued.
seeking the opinions of your direct reports (and external stakeholders).

To instill a sense of inclusive Mentoring and Coaching, consider:

meeting with employees regularly to determine their learning and development goals and, later, assess their progress; “leaders
do not create followers, they create more leaders.”[19]
developing employees and offering them opportunities to shine at internal meetings, expose top performers to outside people
at trade shows or take them on site visits.
encouraging two-way peer coaching between newer and more seasoned employees—both having and being a mentor creates
inclusion.

To instill a sense of Fairness, consider:

going beyond following fair recruiting, hiring, compensation, and evaluation processes, to being transparent in your adherence
to fair standards. Often fairness is not perceived when leadership communication dimension is sparse.
using transparent evaluation standards for hiring, termination, and promotion.
making transparent hiring criteria for prospective employees before applicant materials are solicited
telling your team explicitly how newly hired employees’ qualifications (particularly younger or those from underrepresented
groups) complement and improve the team.
insisting upon fair marketing, sales, and procurement tactics.

To instill a sense of Trust, consider:

being wary of making promises. Spend your words like money; be impeccable with your word.[20]
keeping confidences, and do not betray trust unless mandatory reporting demands it. If that is the case, disclose this to those
confiding in you.
following documented rules and procedures.
being honest even when it is difficult. When people are uncertain, they quell their discomfort by creating information.

To instill a sense of inclusive Visibility and Reward, consider:

acknowledging employees’ strong performance and unique contributions briefly, but publicly.
rewarding employees when they conquer and overcome significant challenges or go beyond the call of duty.
writing a formal to the individual’s senior leadership when vendors or suppliers do a superb job.

It bears mentioning that some of the considerations above addressed multiple dimensions of Ubuntic Inclusion; this is good. Creating
an inclusive environment is not a reductionist effort, it is a holistic one. For example, the suggestion to go beyond merely
implementing fair hiring practices to communicating effectively about one’s efforts crosses two dimensions: Fairness and
Communication. This is a positive thing. When this happens, synergies are experienced across the dimensions and the effectiveness
of inclusion efforts increases.

Determining a Diversity vs. an Inclusion Problem

When engaging in organizational interventions, the author uses the following method for distinguishing diversity problems from
inclusion problems. First is the assessment of multiple stakeholders’ perceived frequencies of experiencing Ubuntic Inclusion.[21]
Next, a comparison is run between leaders’ self-assessments of inclusive behavior and employees’ perceptions to identify significant
discrepancies between their views. Third, since the measurement collects demographic information, the scores of the inclusion32
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measures are disaggregated by the identity groups present in the organization. Fourth, these results are statistically analyzed to
identify any significant discrepancies between groups’ (i.e., leaders vs. individual contributors, and comparative analyses of identity
groups) perceptions.

A “diversity problem” is diagnosed if all but certain identity groups feel a high level of inclusion. An “inclusion problem” is
diagnosed if all stakeholders (regardless of identity group) report low levels of perceived inclusion. By synthesizing these data, it is
possible to determine where an organization is on the 2×2 “Diversity vs. Inclusion” table above. This ability to accurately identify
diversity versus inclusion problems supports the goal to educate, empower, and support leaders to focus upon the right thing—
diversity, inclusion, or both.

Remember the Garden!

The issue of inclusion is a universal one. As pioneering psychologist Abraham Maslow theorized,
all of us have a need for belonging,[22] for feeling included. The author’s research in the U.S.,
Europe, and Central America showed common themes. The need to experience some level of
inclusion transcends gender, religion, racioethnicity, socioeconomic status, nationality, and culture.
The goal of this article was to inform leaders on how to identify, analyze, and improve workplace
diversity and inclusion, enabling leaders to be more well-informed, confident, and decisive in their
organizational “gardening.”

Each organizational stakeholder is a “gardener” for a particular patch of organizational “land.” By
better understanding the differences between diversity and inclusion, leaders can more confidently
and accurately diagnose organizational issues, engage in dialogue, lead strategic planning efforts, and develop implementation plans.
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Privilege/Dominant Group Identity Category Target/Subordinated Group 
30’s to early 50’s 1. Age Younger; older 
White; having white skin privilege 2. Race Person of color; also may be people 

who identify as biracial/multiracial  
Male 3. Biological Sex Female; intersex 
Appearance and behaviors are 
congruent with the Gender Binary 
System – either masculine OR feminine 

4. Gender Identity & Expression Transgender; gender variant; gender 
queer; ambiguous; androgynous; 
appearance and behaviors non 
congruent with Gender Binary System 

President, Dean, Director, Faculty, 
Supervisor, Program Coordinator, etc. 

5. Hierarchical Level Provide direct service to students; 
auxiliary service; students 

Heterosexual 6. Sexual Orientation Lesbian, Gay, Bisexual, Queer, 
Questioning, Pansexual, and More 

Upper class; upper middle class; middle 
class 

7. Class Working class; living in poverty 

Graduate or college degree; private 
schooling 

8. Educational Level High school degree; public schooling; 1st 
generation college student 

Christian; Protestant; Catholic 9. Religion & Spirituality Muslim; Jewish; Agnostic; Buddhist; 
Atheist; Hindu; Mormon; Jehovah 
Witness; Shinto; Bahai’; and more 

U.S. born 10. National Origin Born in a country other than the U.S. 
Temporarily able bodied 11. Ability & Disability People with a physical, mental, 

emotional and/or learning disability; 
People living with AIDS/HIV 

Perceived as “American;”western 
European heritage 

12. Ethnicity & Culture Puerto Rican; Navajo; Mexican; 
Nigerian; Chinese; Iranian; Russian; 
Brazilian; Jewish; and more 

Fit society’s image of attractive, 
beautiful, handsome, athletic, average 
size and shape 

13. Size & Appearance Perceived by society as too fat, tall, 
short, unattractive, not athletic, etc.  

Proficient use of the “Queen’s English;” 
use of “proper” English 

14. Use of English Not proficient use of English; perceived 
to have an “accent” in present location 

Legally married in an opposite-sex 
relationship with access to BOTH state 
and federal rights 

15. Marital Status Single; divorced; widowed; legally 
married in a same-sex relationship with 
state rights; in a domestic partnership; 
in an unmarried partnership 

Parents of children within a 2-parent 
opposite-sex marriage that provides full 
state and federal rights to parents and 
children involved 

16. Parental Status Single parent; do not have children; 
LGBTQ parents; cannot become a 
parent; part of 2 parent household who 
are unmarried or domestic partners 

More years on campus 17. Years of Experience New; little experience on campus 
Very athletic 18. Athleticism Not very athletic 
Suburban; valued region of the U.S. 19. Geographic Region Rural; urban; less valued region of the 

U.S. 
Light skin; European or Caucasian 
features 

20. Skin color, physical characteristics Darker skin; African, Asian, Aboriginal 
features  

Have two (most often biological) 
parents who have been present in your 
life continuously as a parent 

21. Family of Origin Have a single biological parent, have 
biological parents who have not been 
present in your life, have adoptive 
parents, have transracial adoptive 
parents, have legal guardian(s), 
emancipated 

Never served in the military 22. Veteran or Military Status Current service member including all 
military branches, National Guard, 
ROTC, or veteran 
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Diversity Dimension Handout 
Trainer / Facilitator Notes 

Directions 

Take a few minutes to circle which column you fall into. In some cases, you may circle identities 
in both columns for an identity category. This activity is just for you and is yours to reflect on and 
keep. 

Additional Discussion 

 When folks have had a chance to fill it out and reflect on the sheet material ~

 Does anyone fall into EVERY category in only ONE column? Inevitably the answer is no (I’ve
never had anyone identify only in privilege or subordinated categories only).

 Everyone has experiences with privilege, and everyone has experiences with
subordination. This isn’t about us vs. them, this is about everyone.
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Trans Term Sheet 

Adapted from Theo Burnes, Ph.D. 

Sex The “biological” equipment/plumbing that you have attached to you, complicated by intersex 
bodies. Also, a fun verb. 

Gender The ways we dress, act, talk, and generally move through the world that are usually societally 
defined by assigned biological sex but don’t have to be. 

Ally A person who does not personally identify as trans/genderqueer but supports and loves those in 
the trans community. 

Being Read Being perceived, in public or by strangers, in a specific way (i.e.: I get read as a woman) 
Cluing In A newer, innovative term used to denote that knowing one’s sexual orientation and/or gender 

identity and expression is an internal process of knowing oneself and deciding who else to share 
with (as opposed to the idea that you have to come out and tell everyone). This term embraces 
collectivist communities and the idea that certain identities are more salient at different times 
than others. 

Coming Out A historical, more traditional term used by queer folks to describe the experience of self-
discovery, self-acceptance, openness and honesty about their sexual orientation. Often, this 
term refers to the decision to share your sexual orientation or gender identity with others. 

Constructionism View that questions perfect coherence between biological, sexual, gender, and sexual 
orientation; assumes that gender identity and/or sexual orientation can change over time. 

Essentialism View that sexual orientation is fixed, stable, fundamental, and biologically determined. 
Gender Dysphoria A problematic term used by the medical and psychological community to define a condition or 

discomfort with assigned gender. These words are often used to pathologize the genderqueer 
and trans communities, in that they are still considered “disorders”. To date, a diagnosis of GD is 
required for hormone therapy and surgeries. 

Gender Identity One’s internal sense of being male, female, neither of these, both, or other gender(s). Everyone 
has a gender identity, including you. For transgender people, their sex assigned at birth and their 
gender identity are not necessarily the same. 

Gender Expression The physical manifestation of one’s gender identity through clothing, hairstyle, voice, body 
shape, etc. (typically referred to as masculine or feminine). Many transgender people seek to 
make their gender expression (how they look) match their gender identity (who they are), 
rather than their sex assigned at birth. Someone with a gender nonconforming gender 
expression may or may not be transgender. See gender role. 

Gender Role Traditional expectation of how an assigned sex should enact its gender. 
Intersectionality A term developed by sociologists (e.g., Kimberlé Crenshaw) to denote the complexity of an 

individual’s experience based on multiple marginalized identities. Instead of an impact, this term 
notes the complexity of the interaction between transgender individuals’ gender identities and 
their race, ethnicity, sexual orientation, ability, age, etc. 

Nonbinary Preferred umbrella term for all genders other than female/male or woman/man, used as an 
adjective (e.g., Parker is a nonbinary person). Not all nonbinary people identify as trans and not 
all trans people identify as nonbinary. Sometimes, nonbinary can be used to describe the 
aesthetic/expression of a cisgender or transgender person.  

Passing Assimilating, whether chosen or not, for survival or as part of ones identity. (e.g., He’s trans but 
he passes for a cisgender man) 

Pronouns Gendered pronouns that we use include he, she, him, and her. Some people prefer gender-
neutral pronouns, like ze and hir. It’s important to respect a person’s choice of pronoun or 
pronouns, and to use these pronouns appropriately. In general, it’s ok to ask someone what 
pronouns they use. 

(going) Stealth After transitioning, or while successfully passing, when a person chooses to be secret about 
their gender history in the public sphere. 
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Campus Missions, Changing Demographics and 
Nurturing Diverse Talent

Marguerite Bonous‐Hammarth, Ph.D.
Executive Director, Office of Inclusive Excellence

WSCUC The Diverse Campus: Intersecting Access and Equity 
across the Student Experience

February 1, 2018

Expect equity, support diversity, practice inclusion

2..

Learning Outcomes:

 Identify current status and trends associated with student
diversity in American higher education

 Examine how the relationships between diversity and
inclusion are communicated at American colleges and
universities

 Discuss similar demographic changes and national events
that influence current campus practices and diversity
efforts

Expect equity, support diversity, practice inclusion
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Higher Education Enrollments

 Trends suggest increased structural diversity in higher 
education – are campuses ready for these changes?

Source: Hussar & Bailey (2017) Projections of Education Statistics to 2024; data projected for years 2015, 2020 and 2025.
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Expect equity, support diversity, practice inclusion

Higher Education Completion

 Six‐year baccalaureate completion gaps persist across four‐year 
postsecondary institutions

Source: Hussar & Bailey (2017) Projections of Education Statistics to 2024

2000 2002 2004 2006 2008
White men 57.1% 57.3% 58.9% 59.8% 60.1%
White women 62.8% 62.5% 63.9% 64.9% 65.9%
Black men 35.6% 34.0% 34.3% 35.2% 35.3%
Black women 46.4% 44.2% 43.3% 43.6% 44.8%
Hispanic men 44.6% 44.0% 45.7% 47.8% 48.9%
Hispanic women 52.4% 52.4% 53.5% 54.9% 57.0%
Asian men 62.9% 64.0% 65.7% 67.4% 67.6%
Asian women 70.1% 69.8% 71.3% 72.6% 73.4%
American Indian/Alaska Native men 37.1% 35.1% 37.5% 37.2% 38.6%
American Indian/Alaska Native women 42.7% 40.7% 40.9% 42.5% 42.8%

%

Expect equity, support diversity, practice inclusion
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Commitments to diversity = core 
approaches to talent development

5..

“…the University of California renews its commitment to the 
full realization of its historic promise to recognize and 
nurture merit, talent, and achievement by supporting 
diversity and equal opportunity in its education, services, 
and administration, as well as research and creative activity. 
The University particularly acknowledges the acute need to 
remove barriers to the recruitment, retention, and 
advancement of talented students, faculty, and staff from 
historically excluded populations who are currently 
underrepresented.”

‐ Excerpt from Regents Policy 4400: Policy on University of 
California Diversity Statement (adopted 2007)

Expect equity, support diversity, practice inclusion

“In embracing a diversity of ideas and experiences, liberal 
education likewise embraces a diversity of people, for the 
opportunity to learn with and from diverse peers is also a 
critical element of educational excellence. This commitment 
to diversity and equity in all their forms is what we mean by 
inclusive excellence.”

‐ Carol Geary Schneider
President Emerita, Association of American Colleges & 

Universities

6..

Commitments to inclusive excellence 
= core approaches to talent 

development

Expect equity, support diversity, practice inclusion
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43%
of 804 hate crimes at 2‐
year and 4‐year college 
campuses in 2014 were 
the result of “placing 

others in reasonable fear 
of bodily harm,” 

motivated by racial, 
ethnic, religious, sexual 
orientation, gender, 

disability or other bias

Source: NCES Indicators of School Crime and Safety, 2017

Expect equity, support diversity, practice inclusion

“The time for action is now.” – Carl Sandburg

Expect equity, support diversity, practice inclusion
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What do we 
mean when 
we say that 
we value 

difference and 
diversity?

Expect equity, support diversity, practice inclusion

Diversity 
‐ the state of being diverse, 
having variety 

vs.

Inclusion 
‐ the state of being 
included, respected

Inclusion moves beyond recognizing difference

Expect equity, support diversity, practice inclusion
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Successful student engagement and positive campus 
climate requires efforts for continuous improvement

 Re‐examine mission and purposes related to 
diversity

 Seek to diversity own student populations and 
campus members

 Include learning outcomes for valuing diversity
 Demonstrate institutional practices that 

promote inclusion, equity and positive campus 
climate

 Demonstrate assessment of these efforts for 
improvement.

Expect equity, support diversity, practice inclusion
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Seminal and Emerging 
Theories to Inform 

Diversity Initiatives, 
Student Learning, and 

Organizational Change with 
Interactive Dialogue 
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Seminal and Emerging Theories to Inform Diversity 
Initiatives, Student Learning, and Organizational 

Change with Small Group Dialogue Activity 

Marguerite Bonous‐Hammarth, Ph.D.
Executive Director, Office of Inclusive Excellence

WSCUC The Diverse Campus: Intersecting Access and Equity 
across the Student Experience

February 1, 2018

Expect equity, support diversity, practice inclusion

2..

Learning Outcomes:

 To identify key theories and scholarship about diversity,
student learning, and organizational systems to inform
diversity efforts

 To discuss tools to support planned change for diversity,
equity and inclusion on campus.

Expect equity, support diversity, practice inclusion
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Expect equity, support diversity, practice inclusion

Show of Hands…

How many in this room are involved in some type of research, 
exploratory or other scholarship related to campus diversity efforts?

Expect equity, support diversity, practice inclusion

How do we develop the 
best practices to 

succeed in planned 
changes on campus?

RESEARCH
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Expect equity, support diversity, practice inclusion

Deep Dives into Scholarship Help Us to…

 Understand evidence re: diversity and outcomes 
(e.g., student engagement)

 Identify potential paths for change (e.g., 
interventions and applied theories)

 Assess and demonstrate impacts (e.g., use of 
key or innovative metrics)

Three Theoretical Perspectives Informing 
Inclusive Practice

Expect equity, support diversity, practice inclusion

Diversity & Intergroup 
Relations – nature of 
prejudice and bias, 

impacts on intergroup 
relations

Organizations and 
Social Systems –
organizational 
structures, 

relationships within 
environments

Learning & 
Development – college 
student development, 

learning theory
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What we know for sure…at this moment

Expect equity, support diversity, practice inclusion

PHOTO CREDIT: PAUL DRINKWATER/NBC

 Cognitive diversity (Page, 2017),
structural diversity (Gurin, Dey, 
Hurtado & Gurin, 2002), and diverse 
experiences (Bowman, 2010) improve 
cognitive thinking and openness 
to learning

 We can unlearn bias and 
prejudice (Devine, Forscher, Austin & Cox, 
2012; Pettigrew & Tropp, 2008)

 Contact vs. interaction have 
specific conditions attached but 
suggest the most salient ways to 
reduce fear of the unfamiliar 
(MacInnis & Page‐Gould, 2015)

Expect equity, support diversity, practice inclusion

Contact theory –
equality + common goals = positive 
interactions between diverse groups 
(Allport, 1954)

Extended Contact Theory –
Positive indirect contact improves 
perceptions re: diverse others ‐ The 
friend of my friend is my friend 
(Pettigrew & Tropp, 2008)

Breaking the Prejudice Habit: 
Takes effort and motivation, 
frequent contact, reduced 
anxiety; recognition of bias 
(Devine, Forscher, Austin & Cox, 2015)

Deeper Dive with Examples
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Who Do You See?

Expect equity, support diversity, practice inclusion

Expect equity, support diversity, practice inclusion

Background

•38 (control), 53 
(intervention)

•Non‐Black participants
•12 week credit course
•Lab setting, use of IAT

Intervention

•Provided strategies to 
reduce implicit bias

•Strategies included 
stereotype replacement 
counter‐stereotypic 
imagining, individuation, 
perspective taking, and 
increased contact with 
diverse others

Results (for intervention 
participants)

•Lower IAT scores (implicit 
bias)

•Higher concern over 
discrimination/empathy

•Increased consciousness 
re: biases

Breaking the Prejudice Habit

Source: Devine, Forscher, Austin & Cox, 2012

Deeper Dive with Examples (cont’d.)
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Activity – Please refer to this section’s Handout 
Can We Scan Please?

Expect equity, support diversity, practice inclusion

Expect equity, support diversity, practice inclusion

Intergroup 
Interactions

Direct and observable 
between diverse 

members; may trigger 
flight or fight

Intergroup Contact
Amalgam of quantity and 
quality of intergroup 

interactions; frequency and 
positive interactions aid to 
reach a contact threshold

Source: MacInnis & Page‐Gould, 2015

Deeper Dive with Examples (cont’d.)
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Expect equity, support diversity, practice inclusion

Neuroplasticity –
The brain's ability to reorganize itself 
by forming new neural connections 
throughout life. Neuroplasticity allows 
the neurons (nerve cells) in the brain 
to compensate for injury and disease 
and to adjust their activities in 
response to new situations or to 
changes in their environment.

‐ Medical Dictionary
‐ (www.medicine.net)

Deeper Dive with Examples (cont’d.)

Expect equity, support diversity, practice inclusion

Deeper Dive with Examples (cont’d.)

CO
GN

IT
IO
N

EM
O
TI
O
N

AT
TE

N
TI
O
N

Focused 
breathing

Focused 
movement

Body 
awareness

Reappraisal

Journaling

Exposure

Exploring 
self

Journaling

Activities Promoting Attention, Emotional and Cognitive Regulation

Source: Bresciani Ludvik, Evrard, & Goldin, 2016
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Expect equity, support diversity, practice inclusion

Deeper Dive with Examples (cont’d.)

Impacts on Cognitive Skills

Source: Bowman, 2010

 17 studies; 77,029 undergrads

Diversity IVs (courses, workshops, interactions)

Outcomes:

+ thinking, problem solving skills

Interactions w/racial, ethnic others >
other diversity

Expect equity, support diversity, practice inclusion

Deeper Dive with Examples (cont’d.)

Diversity = Better Society? 
National CIRP and Local U. of Michigan Longitudinal Studies

Source: Gurin, Dey, Hurtado & Gurin, 2002

(Controls) Backgrounds, parental ed., HS race, 
1st yr academics

(IVs) Diverse interactions, classes & 
events/dialogues 

Intellectual engagement
Academic skills (national) 
Cultural engagement
Citizenship engagement (national)
Active thinking, perspective taking, life values (local)
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Expect equity, support diversity, practice inclusion

Deeper Dive with Examples (cont’d.)

Six Themes of Highly Effective Equity Implementers

Source: Kezar, Glenn, Lester & Nakamoto, 2008

Knowledge 
capacity

Physical 
capacity

Institutional 
will to reflect

Connection to 
operations

leadership
Commitment to 

improve 
campus climate

How Do We Get There? How Do We Know We’ve Arrived?

Expect equity, support diversity, practice inclusion
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A potential 
framework

Expect equity, support diversity, practice inclusion

Type of Change – content, scope, 
level and forces

Context for Change – factors, 
stakeholders, culture

Agency/Leadership – top‐down or 
other, collective

Approach to Change – scientific, 
evolutionary, political, other

Source: Kezar, 2014

20

Conceptual Frameworks
➢ Deardoff (2011) – process and interventions to enable 

intercultural skill development/practice
➢ Banta (2002) – assessment steps to ensure use of results
➢ Kezar (2014) – Multifaceted frameworks to consider change 

components
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EMERGING DEVELOPING DEMONSTRATING MASTERING

PERSPECTIVES OF 
SELF

Describes own cultural 
identities from externally‐
known and/or familiar 
categories or sources. Shows 
minimal awareness of own 
biases or cultural 
assumptions.

Identifies internal values that 
inform own cultural identities. 
Adds internal values to 
externally‐known and/or 
familiar categories and 
identity sources. May show 
unquestioned preference for 
own cultural identities.

Reflects and identifies areas 
of change or areas of 
consistency in cultural 
identities. Identifies sources 
for change – e.g., situations, 
experiences, questions. 
Comfortable with complex or 
unbalanced changes across 
identities.  

Recognizes fluidity of own cultural 
identities. Contrasts individual values 
and existing norms to question personal 
assumptions and biases. Identifies plan 
to consistently reflect on assumptions 
and biases in daily life.

PERSPECTIVES OF 
OTHERS

Little to no identification 
about comparisons across 
cultural groups for group‐
level differences.  Little to no 
comparisons within cultural 
groups for group‐level 
commonalities.  Little to no 
comparison of self cultural 
identities to  cultural groups. 
Minimal interest to learn 
about different others

Identifies differences and 
commonalities in cultural 
views and histories connected 
with different others.  Shows 
minimal awareness of biases 
or cultural assumptions that 
shape group‐level 
descriptions.

Examines group‐level 
descriptions and 
characterizations through 
respectful and affirming 
questioning or other 
identified exploration. 
Identifies experiences that 
contrasted with previously‐
accepted cultural 
assumptions. May or may not 
shape new understanding of 
different others.

Uses evidence from dialogues, 
assignments and campus experiences to 
reframe group‐level assumptions and 
cultural descriptions.  Uses 
understanding to inform about issues 
and connections to self (e.g., access, 
equity and campus opportunities, 
success). Identifies plans to engage 
cross‐culturally (e.g., roles, frequency 
and depth) to inform self and social 
alliances.

PERSPECTIVES OF 
DIVERSITY ACTIONS 
AND BROADER 
SOCIAL CHANGE

Demonstrates recognition of 
diverse people others as part 
of campus and global society. 

Explains levels of interactions 
with diverse people on or 
beyond campus. Identifies 
how these interactions shape 
opportunities for self and for 
others.

Seeks interactions with 
diverse others for advocacy 
and other purposes. Examines 
ways to improve skills to 
interact across difference.  

Participates in and uses skill‐building 
opportunities to interact across 
difference. Applies skills to advance 
justice causes at one to multiple levels ‐
personal, group and 
organizational/community levels. 

Diversity Rubric

22

Identify Activities/Learning Opportunities, Map to Priorities

Outcome Example Activity Assessment
Identify identity 
intersections, 
commonalities, and 
differences through 
student narratives

• Prep on values, 
strengths, assumptions

• Identity Corners 
activity – discussing, 
reflecting on multiple 
identities (racial, 
ethnic, socio‐
economic, spiritual, 
etc.)

• Process

• Journal prompts 
(prep)

• Essays to reflect on 
areas of greatest and 
least challenges to 
beliefs re: self/others

• Instructor rubric 
scoring of essays

• Collaborative 
interpretations, plans 
for use
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How Do We Shift Our Thinking Further? 

Expect equity, support diversity, practice inclusion

24
Expect equity, support diversity, practice inclusion

UCI Practices associated with 
Inclusive Excellence

Accountability

Training & Education

Responsive Research

Partnerships
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Are We There Yet? Assessment

 See Diversity Assessment Logic Model Handout

 Examine alignment between purposes and 
activities; activity map handout

 Scan partnerships/stakeholders/evidence

 Imbed where possible through routines

 ALWAYS, ALWAYS use results to improve!

Expect equity, support diversity, practice inclusion

Student Outcomes through Diverse Faculty

Expect equity, support diversity, practice inclusion

Inputs

OIE Team/UCI 
Resources

Deans, Chairs, 
Equity Advisors

UC Postdoctoral 
Scholars and 

Faculty Mentors

Activities

Enhance through 
existing – Equity 

Advisors

Enact new 
approaches

‐ Evidence‐based 
recruiting

Incentivize mentoring 
for retention (faculty & 

students)

Outputs

Visible leadership 
commitment (FTE, 

other)

Broadened faculty 
recruitment 
networks

Increased use of 
best practices

Impacts

Bias‐free 
recruitment

Increased structural 
diversity

Integrated diversity 
and teaching 
scholarship

(M. Bonous‐Hammarth, mbonoush@uci.edu)
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Activity and Assessment Mapping 
(M. Bonous‐Hammarth, mbonoush@uci.edu)

Expect equity, support diversity, practice inclusion

Metrics Enhancing 
Accountability
(diversity)

Expanding 
Recruit 

Networks
(diversity)

Diversity 
Statement 

Communications
(equity)

Incentivize 
Mentoring
(equity & 
inclusion)

Writing Grps
(inclusion)

Leadership 
participation –
funding change

X X

Y‐T‐D %
changes 
recruitment 
pools, sources

X X

Process
reflections X X

Counts of 
scholarship and 
awards 
participation

X X X X

Comparisons to 
availability 
pools

X X X

28
Expect equity, support diversity, practice inclusion

Based on the information shared in sessions so far, I am most
motivated to include the following to inform my diversity efforts 
on my campus:

A. Assess the current context shaping diversity efforts
B. Evaluate direct connections between strategic plans and campus 

mission
C. Explore impacts of changing campus demographics
D. Pilot relevant scholarship to frame planned changes
E. Something else

Taking the Pulse: Please respond
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HANDOUT – Seminal and Emerging Theories to Inform Diversity Initiatives, Student 
Learning, and Organizational Change with Small Group Dialogue Activity 

Developed by Marguerite Bonous-Hammarth, 2017 

Scan We Please? 

Let us take a scan of our institutional contexts, bringing some research ideas into practice. 

Please Consider: 

Patricia Devine and her colleagues identified five strategies for bias reduction that include: 
• Stereotype replacement – identifying and changing stereotyped responses to

unbiased ones.
• Counter-stereotypic imaging – envisioning positive cultural representatives
• Individuation – using personal rather than group-based understanding
• Perspective taking – adopting perspectives of diverse others
• Increasing opportunities for contact – engaging w/out-groups.

 David Gooblar suggests that we may often need to take some unconventional and 
controversial approaches in order to limit prejudice that stems from our own implicit 
biases.   One such hotly debated practice was recommended by Kevin Gannon:  “stacking” 
or giving preference in the response queue to underrepresented students to ensure their 
inclusion in classroom dialogues. 

Now, please think about your own institutions and institutional practices.  Please pair and share 
with a table partner or group for the next ten minutes to perform a brief equity and institutional 
scan – thinking about how students are experiencing the cultural learning spaces on your campus 
and how diverse student groups are accessing engagement experiences. Please discuss the 
following questions. I will ask for a few volunteers to share some issues and ideas. 

1. What institutional practices appear to generate the biggest inequities or gaps in inclusion
for your organization?

2. What unconventional practices may be helpful to address them?

3. What influenced your suggestions?

For further exploration: 

Banaji, M.R., & Greenwald, A.G. (2013). Blindspot: Hidden biases of good people. New York, NY: Delacort Press. 
Devine, P., Forscher, P.S., Austin, A.J., & Cox, W.T.L. (2012). 
Gooblar, D. (November 20, 2017). Yes, you have implicit biases too. The Chronicle of Higher Education. Retrieved from: 

https://www.chronicle.com/article/Yes-You-Have-Implicit-Biases/241797. 
Gannon, K. (October 20, 2017). The Progressive Stack and standing for inclusion. The Tattooed Professor [blog]. 

Retrieved from: http://www.thetattooedprof.com/2017/10/20/the-progressive-stack-and-standing-for-inclusive-
teaching/. 

Implicit Association Test overview (2011). Project Implicit [website]. Retrieved from: 
https://implicit.harvard.edu/implicit/education.html. 
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HANDOUT: Seminal and Emerging Theory 

Logic Model  

Developed by Marguerite Bonous‐Hammarth (mbonoush@uci.edu) 

Inputs

OIE Team/UCI 
Resources

Deans, Chairs, Equity 
Advisors

UC Postdoctoral 
Scholars and Faculty 

Mentors

Activities

Enhance through 
existing – Equity 

Advisors

Enact new 
approaches

‐ Evidence‐based 
recruiting

Incentivize mentoring for 
retention (faculty & 

students)

Outputs

Visible leadership 
commitment (FTE, 

other)

Broadened faculty 
recruitment 
networks

Increased use of 
best practices

Impacts

Bias‐free 
recruitment

Increased structural 
diversity

Integrated diversity 
and teaching 
scholarship
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HANDOUT: Seminal and Emerging Theory 

Activity and Assessment Mapping 
Metrics  Enhancing 

Accountability 
(diversity) 

Expanding 
Recruit 

Networks 
(diversity) 

Diversity Statement 
Communications 

(equity) 

Incentivize 
Mentoring 
(equity & 
inclusion) 

Writing Grps 
(inclusion) 

Leadership 
participation – 
funding change  

X   X  

Y‐T‐D % changes 
recruitment pools, 
sources  

X  X 

Process reflections  X  X  

Counts of 
scholarship and 
awards 
participation  

X  X   X  X 

Comparisons to 
availability pools  

X  X  X 

Developed by Marguerite Bonous‐Hammarth (mbonoush@uci.edu) 
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Institutional Contexts, 
Strategies, and Planning 

Joseph Slowensky 
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Institutional Contexts, Strategies 
and Planning

Learning Outcome:

Participants will generate new ideas 
and make informed choices about 
strategies that may work at their 

institutions.

64



The mission of Chapman University is to provide 
personalized education of distinction

that leads to inquiring, ethical, and productive 
lives as global citizens.

“Chapman is an institution that values 
diversity”
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“There is respect for the expression of 
diverse values and beliefs”

Task Forces
• identify pressing issues related to an area of 
institutional focus

• research best practices and possible responses
• build strategic recommendations, short and long 
term

• collaborate with departments that may be involved 
with any strategic recommendations 

• develop initiatives that align with existing programs, 
services, structures, staffing and resources
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Advisory Groups
• identify issues, needs, and concerns identified within 
the community of focus

• recommend and support creative strategies for 
promoting and enhancing inclusion

• collaborate with departments, offices, committees 
on strategic initiatives

• advise the Provost and Chapman Diversity Response 
Committee on respective issues

Task Forces

1. Communications & Perceptions
2. Community
3. Curriculum
4. Demographics
5. Physical Space

67



Advisory Groups

1. Disability & Accessibility
2. Faith, Spirituality, & Secularism
3. International Communities
4. LGBTQ
5. Military Affiliates
6. People of Color
7. Socio‐Economic
8. Women

CDP Organizational Structure
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Task Force & Advisory Group 
Reporting Template

Strategic Plan: 5 Goals

Curriculum Recruitment

ClimateCommunity

Institutional Prioritization
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Strategic Plan for Diversity & 
Inclusion

Short‐Term Accomplishments
• The Latinx & Latin American Studies Minor was developed and introduced to start 

in fall 2016. A new faculty member has been hired to coordinate the 
interdisciplinary minor.

• Created a new scholarship program matching grants made by community‐based 
organizations to incoming students for up to $5,000.

• International Student Pre‐Orientation began in fall 2016.
• Several new community partnerships with Santa Ana Unified School District and 

community‐based organizations have been established to increase pathways for 
underrepresented students to access a Chapman education.

• The Chapman Diversity Project started to meet in spring 2014 and now 
encompasses 12 task forces and advisory groups on the status of specific 
constituencies, a steering committee and over 250 volunteer students, staff, 
faculty, administrators, trustees and alumni who meet regularly to advocate for 
proactive institutional change. 
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Long‐Term Goals

• Curriculum infusion, new courses
• Scholarships
• Room & Board
• Community Partnerships / Service Learning
• Recruitment of faculty and students
• Shift Demographics

Assessment

• Global KPIs
• Strategic Plan Goal Area Indicators
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“Chapman is an institution that values 
diversity” (cont’d)

“There is respect for the expression of 
diverse values and beliefs” (cont’d)
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REPORTING TEMPLATE FOR TASK FORCES AND ADVISORY GROUPS  

Diversity Goal Statement for Chapman University: 

I. What are the top 5 most pressing issues at Chapman that your Task Force or Advisory Group
has identified for further research and attention?  Please briefly describe the evidence, data or
information you used to select these areas.

II. What are the best practices and/or most current research findings associated with these
pressing issues?  What are other universities/organizations doing to address them?

III. In light of your research in these areas, group discussions and knowledge of past
achievements at Chapman, what are some short term or readily attainable initiatives that you
would like to launch over the next year (academic year 2015/16)?  How should the university
measure the success of these initiatives?  For each initiative, describe as accurately as possible
the financial resources needed, a timeline, and the people or groups at Chapman that need to
be involved for it to be successful.

IV. What are the longer term or more challenging initiatives that your group would like to see
initiated at Chapman?  How should the University measure the success of these initiatives?  For
each initiative, describe as accurately as possible the financial resources needed, a realistic
timeline, and the people or groups at Chapman that need to be involved for it to be successful.

V. With respect to the short- and long-term initiatives you recommended above, are there any
that can lead to national recognition if implemented successfully?  List any organizations that
provide rankings for these areas.
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strategic plan for diversity & inclusion | 2017 

fostering a diverse & inclusive
   
campus culture
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 letter from the president 

Dear Members of the Chapman Community: 

I am pleased to present to you the Strategic Plan for Diversity and Inclusion. The purpose of 
this plan is to develop a more diverse curriculum, campus community, and culture of inclusion 
that will prepare our students with multicultural skills they will need to be leaders in our global 
society. 

Diversity and inclusion have been hallmarks at Chapman since we opened our doors in 1861, 
joining a handful of universities at the time to become among the first to admit women and 
minorities. Our continuing commitment to diversity and inclusion manifests itself today in the 
form of global citizenship that is described in our mission statement. 

This plan continues that tradition. It is the result of a three-year effort that has involved over 300 members of our campus community— 
students, faculty, staff, administrators, alumni, and trustees. These passionate volunteers served on fourteen advisory groups and task 
forces, each reflecting upon ways to improve diversity and inclusion at Chapman. They researched best practices across the country and 
formulated constructive recommendations that have now been consolidated in this plan—a plan which provides an inspiring pathway for 
Chapman’s future. 

The Strategic Plan for Diversity and Inclusion should not be seen as a quick fix to every challenge our institution faces. The plan 
is, however, evidence of Chapman’s continuing commitment to creating a campus climate that strives for inclusive excellence. The 
importance that we place upon inclusion represents a worldview that respects the dignity of every person—faculty, staff, and student— 
finding value in the unique qualities, experiences, and perspectives that form one’s identity while fostering respectful exploration of 
competing ideas and beliefs. 

I am grateful to the Chapman Diversity Project volunteers for their hard work, to Vice Provost Joe Slowensky for leading this important 
initiative, and to the members of the Academic Committee of the Board of Trustees for their engagement in reviewing the plan as it was 
being formulated. The Academic Committee, the Faculty Senate, Student Government Association, and the Deans have all endorsed this 
plan. 

I will work with our Board of Trustees to ensure that the goals indicated in the plan become incorporated into the new five-year 
institutional strategic plan that will be introduced in late 2017. 

Our success in achieving the goals of this plan will not be easy, and we need to be aware that progress in some areas will be reached 
only gradually. I am nevertheless confident that if we commit to working on the plan’s initiatives together, the graduates and employees 
of Chapman University will be more prepared to lead change in the world, modeling how people of all backgrounds, identities, and 
viewpoints can work together to accomplish great things. 

Sincerely, 

Daniele Struppa 
President 
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ii  preface 

Diversity is integral to the history of Chapman University and 
remains an important part of our identity. At our founding in 1861, 
the institution, then Hesperian College, made the revolutionary 
decision to open its doors to women and students from various 
racial identities to learn together as a campus community. Over 150 
years later, and despite tremendous advances in diversity nationwide, 
hate crimes, racial divisions, and incidents of exclusion across the 
country have catalyzed diversity and inclusion efforts in higher 
education. There is no better moment than the present for Chapman 
to deepen its historical commitment to diversity and inclusion. 
Chapman has taken a proactive stance in encouraging a meaningful 
campus conversation over the past three years that has examined 
concepts of inclusion, diversity, and identity from the perspectives 
of students, faculty, staff, alumni, administration, and trustees. The 
university is well positioned to make great strides in enhancing 
the campus climate in order to not only maintain relevance among 
peer and aspirational institutions, but to become a national leader 
through on-going, large-scale institutional initiatives. Strong values 
connected with diversity and inclusion have long existed in our 
institutional history, mission, vision, and goal statements. These 
values provide enhanced and deeper learning for Chapman students, 
and better inform them as global citizens by providing the necessary 
tools to succeed in today’s global economy and contemporary 
workplace. It is imperative that all members of the Chapman 
community are treated at all times with dignity and respect in order 
to improve our environment for work, study, and learning. 

Student, staff, and faculty recruitment, learning, innovation, 
retention, success, and satisfaction are profoundly impacted by 
experiences of inclusion or exclusion. Diversity as a term includes 
social identities such as race, ethnicity, age, gender, sexuality, and 
disability as common examples; but, it also includes parental 
status, educational background, religion, socio-economic status, 
geographic region, military affiliation, marital status, genetic 
information, citizenship status, and much more. Inclusion is 
typified by experiences of connection, care, visibility, recognition, 
mentorship, coaching, trust, open communication, fairness, and 
self-awareness about intrapersonal perceptions of belonging. As 
Chapman continues to proactively wrestle with complexities related 
to diversity and campus climate, some of the most valuable work 
we can collectively focus upon can be done in the area of inclusion. 
Institutional efforts to increase diversity in faculty, staff, and student 
demographics must go hand-in-hand with efforts to promote an 
inclusive campus culture.  Our goal is for persons of all identities to 

feel welcome and valued on our campus, and to thrive and succeed. 

Common language and definitions are important in sharing an 
understanding of the concepts of diversity and inclusion. Diversity 
Consultant Dr. Jaye Goosby-Smith uses the metaphor of a garden as 
a helpful way to understand the distinction between diversity and 
inclusion. Diversity is characterized by the different types of plants 
that grow in the garden—the wide array of flowers and vegetation 
that compose a beautiful garden. Inclusion can be thought of 
as the soil, climate, and conditions into which the vegetation is 
planted. To thrive and be successful, we know that some plants 
need full sun, while others need more shade.  Some plants require 
large amounts of water, while others are drought tolerant.  Plants, 
likewise, need varying amounts of soil nutrients to thrive. In order 
to have a diverse garden within an organization, individuals must be 
supported by organization culture and behavior, collegiality, a feeling 
of being valued, welcomed and connected. Equity is a state of being 
in the garden when all plants have a fair chance to thrive. Are the 
soil and conditions suitable and flexible enough to allow all plants 
to thrive, though types of vegetation vary widely? Equity does not 
necessarily mean equality. Some plants need sun, others need shade. 
An inflexible garden that gives every plant the exact same conditions 
(equality) will inevitably and systemically kill some plants. Diversity 
and inclusion within human, organization systems are complex. We 
will need complex and strategic approaches to create an inclusive 
campus climate and to meet our diversity and inclusion goals. 

Freedom of Expression and Academic Freedom: At the same 
time that the institution seeks to enhance the culture of diversity 
and inclusion, we must also be mindful of higher education’s 
foundational commitments to academic freedom and freedom 
of expression. The national debate about freedom of expression 
and academic freedom that exists when we talk about creating 
inclusive campus climates in higher education has left some 
wondering whether an institution must choose between favoring 
free expression or inclusion. We believe that it is critical to balance 
both of these ideals.  It is not the intent of this Strategic Plan to 
restrict free expression or the intellectual exchange of ideas. Nothing 
in this Strategic Plan should be viewed as an attempt to censor or 
limit discussion; instead, together we are striving to increase the 
conversations and promote open dialogue of all issues related to 
diversity and inclusion at Chapman University. 
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 chapman university mission s tatement 
 
and statement on diversity & inclusion
 

iii 

All of the recommendations, goals, initiatives, and progress contained within this plan have been developed to reflect the core values of the 
Chapman University Mission Statement and the Chapman University Statement on Diversity & Inclusion.  

Chapman University Mission Statement 
To provide a personalized education of distinction that leads to inquiring, ethical, and productive lives as global citizens. 

Chapman University Statement on Diversity & Inclusion 
Chapman is deeply committed to enriching diversity and inclusion through on-going efforts to cultivate a welcoming campus climate for 
all members of the Chapman community. We strive to provide an inclusive academic curriculum, promote equity and access in recruitment 
and retention, and develop meaningful outreach programs and partnerships with our diverse local communities. We value diversity and 
inclusion in the learning environment and believe it is vital to the fulfillment of the university mission. It is our conviction that an inclusive 
learning environment facilitates complex, critical, and creative thinking and that differences in identities, values, beliefs, and perspectives are 
fundamental to a comprehensive education. 

At Chapman the term diversity implies a respect for all and an understanding of individual differences including race, color, religion, sex, 
gender identity, gender expression, pregnancy, national origin, ancestry, citizenship status, age, marital status, physical disability, mental 
disability, medical condition, sexual orientation, military or veteran status, genetic information, and any other characteristic protected by 
applicable state or federal law, so that all members of the community are treated at all times with dignity 
and respect. 
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  chapman university vision  statement 
for diversity & inclusion  

iv   
  
The Chapman University Vision Statement for Diversity and Inclusion is a record of the collective vision that will guide ongoing and future 
diversity and inclusion efforts. This statement was developed collaboratively by members of the Faculty Diversity & Inclusion Committee,  
members of the Chapman Diversity Response Committee, and additional students, staff, administrators, and faculty who shared their hopes 
for the future of Chapman University.  

Chapman University Vision Statement for Diversity & Inclusion 
Chapman University is committed to creating learning, working, and living environments and embracing a  fully inclusive campus 
community encompassing a wide spectrum of diversity, multiple perspectives, and the free exchange of ideas. 

We will achieve this important goal by: 

Building and sustaining an exemplary campus climate, reflecting cultural values that lead to measures of initiating and maintaining    
academic and social inclusiveness and fairness. 

Affirming diversity and freedom from discrimination in our curricula, pedagogy, andragogy, and professional development.  

Creating and sustaining co-curricular campus environments that attract, recruit, and retain a diverse group of faculty, students, staff,    
administrators, trustees, service providers, donors, alumni, and community partners.   

Reaching beyond our physical campus to work with 
communities to build more connections that are  
aligned with the Mission Statement and Statement on 
Diversity and Inclusion. 

Embedding our messages of diversity and inclusion  
throughout the institution, so that the aesthetics 
of the art, architecture, and nature on campus 
communicate this sensibility.  

Ensuring that our messages, publications,  
performances, events, and personal interactions from 
the boardroom to the locker room and anywhere in 
the world, reflect a spirit of respect and inclusion.  

Rooting our diversity and inclusion efforts within all 
departments and units of the university. 

Empowering all with the responsibility to listen,  
to understand, to speak up with courage, to ally to 
others and the community, to challenge assumptions,  
and to encourage each other.   

81



        
 

8 

st
r

at
e

g
ic

 p
la

n
  | 

|  fo
r

 d
iv

e
r

sit
y

 &
 in

c
lu

sio
n

 

 
  

 

 
 

 
 

 

 
 

 

 
 

 
 

 
 

 
  

 v history of diversity & inclusion at   
chapman university 

Chapman University traces its rich history to the founding of Hesperian College on March 4, 1861, by the Christian Church (Disciples of 
Christ). At that time, the college admitted students of all races and genders to learn side-by-side. When half of the country still languished 
under the tyranny of slavery, this small Disciples college was ahead of its time. 

In the 1930s, Chapman trustee and namesake, Charles C. Chapman personally financed nine Filipino students to attend what was then 
California Christian College. By the 1940s the institution was then known as Chapman College and still ahead of its time. In 1942, 
philosophy professor Paul Delp and five Chapman students participated in a sit-in at Bullock’s Tea Room in Los Angeles in protest of 
segregation. This protest resulted in the desegregation of Bullock's a full 18 years before the more famous sit-ins at Woolworth’s Lunch 
Counter. 

Chapman College moved to the City of Orange in 1954 and continued its legacy of forward-thinking. During the turbulence of the 1960s, 
there were stories of harassment of Black students by Orange police officers. For a time, white  Chapman students would form human 
circles around their Black classmates and walk to class in order to prevent harm from coming to their peers. In 1961, Rev. Dr. Martin 
Luther King, Jr. spoke at Chapman, two years before his “I Have A Dream” speech in Washington, DC. 

Chapman University recognizes the immense need at this moment for renewed self-reflection and recommitment to a course of humility 
and honesty. Chapman stands committed to owning its past in order to move with integrity and authenticity toward the future. It is the 
University’s sincere hope to continue 
to advance its progressive traditions of 
openness and inclusion as it did when it 
first opened its doors in 1861. 
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 v i who we are today 

Acknowledging our past and present, it is vital to our future efforts to document the patterns of progress and to identify areas where there is 
room for growth and improvement. The most frequent theme identified in the Chapman Diversity Project Task Force and Advisory Group 
reports submitted in Spring of 2015, which included over 170 recommendations for institutional changes was “to gather more data and 
research regarding diversity and inclusion” that can inform institutional decision-making.  

The Chapman Diversity Project identified the following data sets related to graduation rates and demographic representation as areas for 
greater attention in the years to come and recommends that data be collected and analyzed in additional areas.   

Student Diversity (Fall 2015): 
• 23% of first-year and transfer undergraduate students are first-generation college students 

• 17% of Chapman University’s undergraduate population is Pell-grant eligible 

2015 Chapman Undergraduate Headcount &
   
2015 Orange County Department of Education Graduates by Race/Ethnicity
 

2015 Chapman Undergraduate 2015 Orange County Depart­
Race/Ethnicity 

on Graduates 
% 

% 

% 

% 

% 

% 

% 

% 

70 

fied, Cypress, Fountain 
d, La Habra City, Los 
a Ana Unified, Savan­

Headcount ment of Educati
American Indian/Alaska Native 0.3% 1.0

Asian 10.2% 19.0

Black/African American 1.4% 2.0

Hawaiian/Pacific Islander 0.4% 0.4

Hispanic/Latino 14.2% 43.0

Nonresident Alien 4.1% NA 

Race/Ethnicity Unknown 5.2% 0.2

Two or More Races 6.2% 2.0

White 57.9% 33.0

Total 6,363 36,7

 Orange County Department of Education Data Includes the Following School Districts: Anaheim Union High, Brea Olinda Unified, Buena Park, Capistrano Uni
Valley, Fullerton, Fullerton Joint Union High, Garden Grove Unified, Huntington Beach City, Huntington Beach Union High, Irvine Unified, Laguna Beach Unifie
Alamitos Unified, Lowell Joint, Magnolia, Newport-Mesa Unified, Ocean View, Orange Unified, Placentia-Yorba Linda Unified, Saddleback Valley Unified, Sant
na, Tustin Unified, Westminster. 
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Chapman Undergraduate Students by Race/Ethnicity –  
6 Year Graduation Rate 

Full-time First-time Freshman Entering… Fall 2005 Fall 2006 Fall 2007 Fall 2008 

American Indian/Alaska Native 

Asian 

62.50% 

70.80% 

* 

72.90% 

50.00% 

87.10% 

*

74.80%

Black/African American 

Hawaiian/Pacific Islander  

Hispanic/Latino 

Nonresident Alien 

57.10% 

* 

66.70% 

66.70% 

72.00% 

* 

75.30% 

70.60% 

69.60% 

* 

75.60% 

73.10% 

62.50%

*

80.20%

61.90

Race/Ethnicity Unknown 

Two or More Races 

* 

56.40% 

* 

66.10% 

* 

71.70% 79.70

White 74.60% 72.30% 76.00% 74.00

Fall 2009 

 

 

* 

73.60% 

 

 

 

% 

75.00% 

* 

69.70% 

75.00% 

* 

% 

* 

79.60% 

% 81.90% 

Chapman Undergraduate Students by Economic Status –   
6 Year Graduation Rate 

Full-time First-time Freshman Entering… Fall 2005 Fall 2006 Fall 2007 Fall 2008 

Fed Sub Loan, but not Pell, Eligible 73.80% 71.80% 76.30% 75.10%

Neither Pell Nor Fed Sub Loan Eligible 71.70% 73.70% 76.60% 73.30%

Pell Eligible 66.40% 70.50% 75.40% 76.30%

Fall 2009 

 80.00% 

 79.10% 

 78.30% 

Chapman Upper-Division Transfer Students by Economic Status –   
3 Year Graduation Rate  

Fall 2012 

 75.00% 

 75.50% 

 68.50% 

Upper-Division Transfers w/in 3 Yrs Fall 2008 Fall 2009 Fall 2010 Fall 2011 

Fed Sub Loan, but not Pell, Eligible 71.20% 68.80% 82.40% 82.50%

Neither Pell Nor Fed Sub Loan Eligible 53.80% 80.40% 82.40% 74.50%

Pell Eligible 55.60% 59.20% 65.50% 69.20%
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 a proactive planning process:   
chapman diversity project 

vii 
 

 

 
 

 
 

 

 

 

 

 

 

S O F …
 

The process of formulating a strategic plan for diversity and inclusion at Chapman University is a direct result of several hundred campus 
community members striving over the past three years to identify ways to contribute to welcoming and including all of our communities,  
identities, experiences, and perspectives. In fall of 2014, Joe Slowensky,  Vice Provost for Institutional Effectiveness and Faculty Affairs, pulled 
together a group of campus leaders that included administrators, faculty, staff, and students with a passion for diversity and inclusion. That 
initial group grew into what is now the Chapman Diversity Response Committee (CDRC), a 30-person steering committee for the more 
than 250-person Chapman Diversity Project (CDP).  

The Chapman Diversity Project is comprised of the CDRC, as well as fourteen task forces and advisory groups of various sizes. The five 
task forces focus on institution-wide assessment of curriculum, demographics, physical space, communications and perceptions, and  
community. The development of these task forces is based on work by Pope, Reynolds & Mueller (2004) which shows that engaging multiple 
stakeholder groups in conversations around real institutional scenarios related to diversity increases the likelihood of creative, thoughtful 
and sustainable institutional solutions to complex challenges requiring multicultural competence. There are eight advisory groups on the 
status of disabilities and accessibility; faith, spirituality, and secularism; international communities; lesbian, gay, bisexual, transgender and  
queer communities; military affiliates; people of color, socio-economic stratification; and women. The advisory groups were developed based 
upon research completed by staff members in the Office of Diversity & Inclusion, within the Office of the Provost, looking at 44 U.S. colleges 
and universities with institutional advocacy groups focused on specific communities, the most common of which were commissions on the  
status of women.  

CHAPMAN 
DIVERSITY RESPONSE 

COMMITTEE 

F ACUL TY
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&

INCLUSION

COMMITTEE 

Administr atorsStudents
Trustees
Staff

Faculty
Alumni 
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CE
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CurriculumPhysical Space
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In February of 2015, the task forces and advisory groups began meeting once every two weeks for an hour to focus on developing reports 
that would then be shared with the Chapman Diversity Response Committee in the summer of 2015. Groups were led most often by 
a student, a staff, and a faculty co-chair who worked collaboratively to facilitate meetings and set agendas. In their reports, each group 
identified the top five most pressing issues at Chapman related to their charge. They researched best practices, models and theories 
relevant to the key issues, and pored over quantitative and qualitative data in order to formulate recommendations. Their goal was to make 
recommendations that would directly impact and enhance Chapman’s culture of diversity and inclusion. In total, the groups submitted over 
170 short- and long-term recommendations for institutional change at Chapman. The Diversity & Inclusion staff qualitatively coded all 
170 recommendations and identified 11 themes that occurred throughout the reports most frequently. In addition to qualitative coding for 
theme frequency, staff in Diversity & Inclusion parsed the data collected from the thirteen reports by department, division, and topic area.   

The top 11 themes that most frequently occurred
   
in the reports included:
 

1.	  Gather more data and research regarding diversity and inclusion. 

2.	  Enhance campus spaces to provide greater access, inclusion, visibility, safety, support, and resources for diversity and 
  
inclusion.
 

3.	  Increase training and professional development opportunities related to diversity and inclusion. 

4.	  Expand and centralize communications, website, and marketing with regard to diversity and inclusion. 

5.	  Create more programs and events that support and educate about diversity and inclusion at Chapman. 

6.	  Recruit donors, trustees, faculty, staff, and students from more communities of difference and those who value difference.  

7.	  Add staffing that brings Chapman closer to peer institutions regarding diversity and inclusion. 

8.	  Institute accountability for exhibiting a commitment to diversity and inclusion with the processes for performance 
  
evaluation, tenure, promotion, and service.
 

9.	  Increase resources dedicated to underrepresented identities including scholarships, benefits, new programs, collections, staff,   
departments, and budgets.  

10.	  Expand and diversify curriculum, academic offerings, and research.  

11.	  Enhance accessibility of the Chapman experience to all members of the community.  

The formative dialogues that influenced the development of this plan identified several assessment indicators and many personal narratives 
from students, staff, and faculty at Chapman whose experiences related to identity and dimensions of diversity that were not characterized by 
inclusion. Many of the dialogues in Chapman Diversity Project groups were complex, challenging, and at times personal and several groups 
worked through some significant conflicts on the way to developing the reports that they ultimately presented to the Chapman Diversity 
Response Committee. 
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 viii the five goals 

Representatives from the Chapman Diversity Response Committee 
formed a subcommittee focused on strategic planning, and the work 
of that group led to the selection of five key goals.  When the strategy 
team was first meeting, all 170 recommendations, and resulting 11 most 
frequent themes were shared with the group and members worked 
together to identify the values and areas of intersection inherent in many  
of the recommendations.  After much dialogue and examination, the 
following strategic priorities were selected to define the structure of the 
plan: Curriculum, Recruitment, Climate, Community, and Institutional  
Prioritization. 

Curriculum   
Expand diversity and inclusion in academic curricula and student learning opportunities. 

Curriculum focuses on supporting and expanding 1) interdisciplinary ethnic and cultural studies minors; 2) service-learning opportunities 
connected to general education requirements; and 3) professional development opportunities to assist faculty with curricular innovation and 
infusing diversity into course content and teaching strategies in ways that are relevant and discipline-specific.  

Rationale and Intended Impact 
Offering courses and programs in diversity-related fields sends a signal to both internal and external constituencies that Chapman 
University values difference. Service-learning opportunities have been shown to improve student academic outcomes, motivation, retention,  
graduation rates, and application of learning. Sending students into the local community to work and learn alongside Chapman’s neighbors 
will strengthen the global citizen skillsets our students need to effectively navigate the challenges they will face in the workplace after 
graduation. Further, diverse course offerings have been shown to have an impact on retention and success of students of difference when 
they see their identities reflected in the curriculum. Faculty and administrators will be encouraged to expand existing course offerings in 
terms of diversity content. In order to provide faculty the tools necessary to infuse diversity into the classroom through content and teaching 
strategies, professional development offerings will be provided.  Additionally, the content, frequency, and availability of diversity-related,  
interdisciplinary minors will be enhanced and/or developed.  Diversity minors will be deliberately coordinated in a sustained manner to 
ensure that course offerings are rigorous, relevant, consistent, and comparative with peer and aspirational institutions.  Mentorship and 
programming connected to these minors will be developed to further support students interested in these fields.  

Recruitment  
Strengthen equity and access in recruitment of students, staff, and faculty that compose a diverse and inclusive campus.  

Recruitment focuses on developing strategies for diversifying staff and faculty searches and for recruiting students from underserved 
populations in our local community. Creating support infrastructures and budgets in Admission and Financial Aid, planning early outreach 
activities, enhancing community engagement, designing yield events, and training recruitment staff will be critical to reaching institutional 
student recruitment goals. 

Rationale and Intended Impact 
Interactions across different identities, viewpoints, and perspectives are a key component for creating global citizens. Students thrive when 
they see themselves represented in the experiences, interests, and identities of the faculty and staff with whom they interact. Students of  
difference are more likely to be successful in college when they can find faculty role models, like them, to advise and mentor them.  Faculty 
flourish in collegial environments where their contributions, expertise, identities, and experiences are valued. Equally important, the caliber,  
differing perspectives and scholarship, and faculty of difference impact the quality of a comprehensive education offered to our students.  
Consequently, it is important to provide peer-to-peer education to current faculty on how to increase diversity among the candidate pool 
considered during faculty searches. In an effort to attract and enroll a diverse population of students it is important to simultaneously 
diversify the faculty.  Increasing available scholarships, training, and staffing will support these efforts. 
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Climate  
Develop and implement programs, services, and physical spaces that cultivate a welcoming campus.  

Climate takes into account numerous communities and identities and strengthening campus resources that will enable campus community 
members to find the support they need to be successful.  A Cross-Cultural Center will serve as the cornerstone for the Climate goal and was 
completed in 2017.  The Center will serve all Chapman students and be equipped with necessary staffing, program and operating budgets,  
and capital for establishing rotating exhibits focused on various cultural topic areas.  Additional emphasis will be placed on designing a 
campus climate that supports student success with the critical goal of increasing four to six-year graduation rates. Support for Disability 
Services, Student Psychological Counseling Services,  Veterans Affairs, Financial Aid, First Generation Services, the Center for Global 
Education, and the Fish Interfaith Center will be critical to the success of the Climate initiative.  

Rationale and Intended Impact 
The second highest priority for diversity and inclusion as identified by the Board of Trustees from a Spring 2015 survey was “to create a 
diverse multicultural campus environment.”  Both quantitative and qualitative data from the Board of Trustees survey show that it is critical 
to consider the physical campus environment in the process of attending to the goal of a diverse and multicultural environment.  A cross-
cultural space was one of the most recommended items that emerged from the campus visioning process in the early phase of the Chapman 
Diversity Project.  Attention to Chapman’s existing physical environment, including buildings, facilities, restrooms, and even the artwork,  
images, and ideologies represented is essential to creating an inclusive campus climate.  

As enrollment at Chapman has increased, the need for greater access to student support services has also increased. Some of the experiences 
of the 23% of Chapman students who are first-generation students have included higher rates of delayed college entry, beginning college less 
academically prepared than other students, tending to apply to colleges that are closer to home, being more likely to work while in college 
and live off campus, which can negatively impact academic, and social integration outcomes. International students may experience unique 
challenges, some of which may include difficulty attaining a job on campus as there are fewer non-work study positions available, challenges 
with discipline-specific English fluency, family or international emergencies that limit access to financial support, and difficulty acclimating 
to a new cultural, academic, and social context. Students from various faith, spiritual, and secular identities may have specific needs related 
to prayer space, dietary restrictions, or programming that encourages religious, spiritual, and secular exploration. The expansion of services,  
spaces, and resources with regard to student services that have a direct impact on student success, mental health, student retention, and 
student satisfaction is essential. 

Community  
Develop and sustain meaning ful outreach programs and partnerships with our diverse local communities. 

Community focuses on expanding key roles in the Office of the Provost, the faculty, Civic Engagement Initiatives, as well as providing 
necessary budgets for supporting the work of staff designated in these areas of responsibility. In order to develop strong pathways for K-12 
students in the local community and first-generation students to attend Chapman, it is important for faculty, staff, and students to engage 
with our neighboring communities to develop early outreach initiatives and supportive, educational partnerships. Particular emphases will 
be placed on engagement with K-12 students in the Orange County communities.   

Rationale and Intended Impact 
On-campus programs, off-campus programs, and civic engagement efforts that link Chapman students, staff, and faculty with our diverse 
local communities are vital to building stronger, more meaningful relationships with our local communities. The Community goal is 
closely connected to the goals of Curriculum (service learning) and Recruitment. Building stronger relationships with neighbors requires 
collaborative efforts and relevant art, cultural, performance, and educational activities that are hosted within our local communities as well as 
those hosted at Chapman.  
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Institutional Prioritization  
Prioritize the commitment to diversity and 
inclusion through leadership and action across all 
levels of the institution.  

Leadership, infrastructure, and action are critical to  
the success of the initiatives in the Strategic Plan.   
Institutional prioritization focuses on developing  
necessary infrastructure, awareness, and expertise in  
crucial areas of the University; developing stronger data 
collection, strategic planning, analysis, and reporting of  
key performance indicators regarding campus climate,  
student success, and demographics; and developing  
and supporting a wide range of relevant professional 
development and educational opportunities for campus  
leaders: administrators, trustees, faculty, students, and  
staff.  

Rationale and Intended Impact 
Prioritizing diversity and inclusion requires committed 
leadership and expertise to achieve shared goals.  
Establishing new infrastructure in various areas of the  
institution which focus on different facets of culture 
change will assist with sustaining successful diversity and 
inclusion efforts.  Equipping leaders across all campus 
units including Trustees, President,  Vice Presidents,  
Provost,  Vice Provosts, Deans, and Directors with data,  
along with training and resources needed to reach those 
goals, will be essential to the long-term success of our 
efforts. 

Increasing professional development opportunities such  
as supporting the ongoing efforts and participation of  
students, staff, and faculty in the Chapman Diversity 
Project, providing faculty conference and symposia  
scholarship opportunities, and developing on-line and 
in person workshops and trainings are essential.  A key 

to providing high quality professional development is the complementary effort to collect and analyze comprehensive data on an on-going 
basis from all constituents of the campus community. Data and analysis in the form of reports, regular campus “snapshots,” and assessment 
will inform professional development opportunities as well as the work of trustees, administrators, faculty, and staff in goal setting and 
monitoring of progress. Professional development opportunities for staff must develop simultaneously through Human Resources. The  
Board of Trustees also plays a role in creating the climate that supports diversity and inclusion efforts, and Trustees should be provided 
with research, data, and training that delineate ways in which university boards can influence campus culture by creating policies that will 
promote demographic diversity, and foster inclusion. 
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 ix recommendations 

In alignment with the Chapman University Mission Statement, Chapman University Statement on Diversity & Inclusion, and the Chapman 
University Vision Statement for Diversity & Inclusion, this plan identifies five strategic planning priorities and goals, each supported by 
several initiatives. The following section provides expanded information on goals and initiatives including rationale and specific actions. 

GOAL 1:  CURRICULUM 
Expand diversity and inclusion in academic curricula and student learning opportunities.  

Initiative 1.A 
The University will support workshops, guest speakers, curricular innovation, and other activities focused on infusing diversity and inclusion 
in the classroom; enhance curriculum offerings in subject areas related to diversity; and provide professional development to faculty with 
respect to areas of diversity listed in the Chapman University Statement on Diversity & Inclusion.  

Strategies 
A.	  Support the Diversity Infusion Program administered by the Vice Provost for Undergraduate Education in collaboration with the   

Institute for Excellence in Teaching & Learning.  

B.	  Encourage creative approaches to diversity infusion in the classroom through the continuation of Diversity and Inclusion Education   
Curricular Innovation Awards.  A list of best practices in curricular innovation at Chapman will be developed and drawn from the   
Diversity and Inclusion Education Curricular Innovation Award applications, then shared with the campus community.  

C.	  Develop diversity and inclusion professional development programs through the Institute for Excellence in Teaching and Learning in   
order to better support faculty members through programs, events, and speakers.  

D.	  Offer co-curricular programming through Student Affairs to students as a means of preventing possible conflicts and    
misunderstandings around issues of freedom of expression and inclusion. Student  Affairs programs designed for this purpose will    
proactively educate and provide forums for students to discuss the distinctions between the kinds of expressions and behaviors that are   
protected, and the kinds of expressions or behaviors that are considered harassing and discriminatory.    

Initiative 1.B 
The University will expand academic service-learning opportunities through the development of classes, community partnerships, and  
experiences; provide support for faculty supervising service-learning activities; and develop a sustainable infrastructure that facilitates and 
encourages students to engage in service learning activities. 

Strategies 
A.	  Create a faculty-led Academic Service Learning office that will be responsible for developing new opportunities and community   

partnerships that can support General Education Citizenship, Community, and Service experiences.  The Director of this office will   
liaise with Community Based Organizations, Civic Engagement Initiatives in Student Engagement, and work with the Institute for   
Excellence in Teaching & Learning to develop and implement service-learning curricula and experiences for students. Encourage   
colleges to identify and provide support for a designated faculty member to be the liaison for the college with regard to service-learning.  

B.	  Provide faculty with resources, professional development, and support related to academic service learning, as well as expertise in    
developing service-learning components in and out of the classroom. 
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Initiative 1.C 
Support the development, administrative coordination, and expansion of course offerings in connection with the current minors offered in 
Women’s Studies, LGBTQ Studies, and Disability Studies; and establish a new Latinx and Latin American Studies Minor.  Assess the viability 
of an  Asian  American Studies Minor and an  African  American Studies Minor.  

Strategies 
A.	  Provide faculty with resources and support related to coordinating the minors and the faculty who teach in them, offering the courses   

regularly, developing and making sure the curricula is current, designing events and programs for interested students, and fostering   
community partnerships in connection with each minor. 

B.	  Assess the viability of the addition of an Asian American Studies Minor and an African American Studies Minor.  

GOAL 2:  RECRUITMENT 
Strengthen equity and access in recruitment of students, staff, and faculty  

that compose a diverse and inclusive campus. 

Initiative 2.A 
Continue to develop a diverse student body in alignment with institutional goals focused on expanding opportunities for local students,  
first-generation students, and underrepresented students.  

Strategies 
A.	  Expand outreach and recruitment of underrepresented populations in the local community through the Office of  Admission. The  

University will seek to identify students from local school districts in an effort to intentionally direct outreach efforts to them.    

B.	  Expand early outreach programming efforts through the Office of  Admission and design yield activities, or activities where prospective   
students strengthen their commitment to enrolling, within the local community to support this Recruitment initiative.  

C.	  Develop art, cultural, and educational programming and events with Chapman’s neighboring communities in an effort to expose  
prospective students and their families to Chapman’s campus.   

Initiative 2.B 
Diversify faculty recruitment at Chapman through intentional outreach to underrepresented faculty of difference and provide peer-to-peer 
education for current faculty search committees on strategies for diversifying faculty searches.  

Strategies 
A.	  Collaborate with an external consultant on a train-the-trainers program for peer-led faculty workshops focused on diversifying faculty   

searches.   A pool of faculty trainers will be continually developed and trained to assist unit search committees in designing strategies to   
diversify the candidate pool in faculty searches. 

B.	  Seek ways to increase the numbers of women and underrepresented minorities serving in the rank of Tenured, Full Professor.   

C.	  Explore the feasibility of strengthening best practices such as opportunity hiring with support from the Office of the Provost. 

D.	  Post faculty ads by the Office of Faculty Affairs for all open positions on one to two websites with the focus of reaching   
underrepresented identities each fall. 
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Initiative 2.C 
Build infrastructure and capacity to expand merit and need based scholarships for students that help to remove socio-economic barriers to 
accessing a Chapman education.  

Strategies 
A.	  Expand scholarship funds and staff support in the Office of  Admission for underrepresented students specializing in support for  

recruitment and retention of students struggling financially and first-generation students.  

Initiative 2.D 
Diversify employee recruitment at Chapman through intentional outreach to underrepresented applicants and provide education to hiring 
supervisors on strategies to diversify searches.   

Strategies 
A.	  Provide one on one support for hiring supervisors focused on diversifying staff and administrators.    

B.	  Develop workshops and trainings for hiring supervisors focused on raising awareness of diversity and inclusion within the hiring  
process.  Provide specific advertising strategies focused on the recruitment of women and underrepresented minority groups.  

C.	  Seek ways to increase the numbers of women and underrepresented minority groups hired as staff and administrators.     

GOAL 3:  CLIMATE 
Develop and implement programs, services, and spaces  that cultivate a welcoming campus climate. 

Initiative 3.A 
Establish the infrastructure, space, and programming resources for the Cross-Cultural Center.  

Strategies 
A.	  Create a Cross-Cultural Center to serve as a community gathering place for students of all identities.  Multiple meeting spaces within  

the Center will be designed to facilitate the gathering of student groups. 

B.	  Design and place rotating exhibits in the Cross-Cultural Center that reflect the history and significance of many different cultures,   
identities, and experiences. These exhibits, visible to all who use the Center, should be designed to help to create awareness and  
reflection on what it means to be a global citizen. 

C.	  Develop a Cross-Cultural Center staff that will focus on expanding campus-wide programs and advising and mentorship programs.   
Example programs may include the Stop the Hate  
Program, a keynote speaker series, campus-  
wide diversity summit, ally development    
workshops, discussion circles, identity-based   
functions and retreats, leadership development   
programs, cultural graduation ceremonies,    
and mentoring programs.  

D.	  Create an environment within the Cross-Cultural  
Center that welcomes all students, especially those  
who commute from off-campus or who may be  
struggling so that they come to view the Center as a  
place they can find support and belonging.  
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Initiative 3.B 
The University will expand student services and resources available that support the retention and success of all Chapman students with a 
particular focus on underrepresented student populations.  

Strategies 
A.	  Assess the effectiveness of, and support the expansion and development of, Disability Services and services available at the Tutoring,    

Learning & Testing Center, as needed.  

B.	  Assess the effectiveness of, and support the expansion and development of, Student Psychological Counseling Services, as needed.  

C.	  Assess the effectiveness of, and support the expansion and development of services and support for, veterans and military affiliates, as   
needed.  

D.	  Support and expand resources for students in crisis through the Dean of Students Office with a focus on direct student assistance,   
emergency meals, and housing, as needed. 

E.	  Support and expand resources related to cognitive diversity for students by providing increased accessibility to testing services.   

F.	  Assess the viability of applying for Federal TRiO Programs focused on supporting students from underserved backgrounds, first- 
generation students, Pell eligible students, and/or veteran students.  

G.	  Support the development of more non-work study student employment opportunities with Human Resources. 

Initiative 3.C 
The University will develop and expand infrastructure, services, programs, and resources available for first-generation college students in 
support of institutional recruitment, retention, and graduation rate goals.  

Strategies 
A.	  Establish a First-Generation Programs Office in order to centralize support services, programs, and resources that promote the success   

of first-generation students.  

B.	  Support the expansion and further development of the First Generation Summer Bridge Program and Promising Futures Program as   
well as opportunities for first generation students to conduct research, travel to conferences, and access emergency-related support.   

Initiative 3.D 
Strengthen the campus climate for international students and students with various faith, spiritual, and secular identities in connection with 
the Chapman University mission focused on global citizenship. 

Strategies 
A.	  Support the Center for Global Education in seeking to expand employment opportunities, emergency financial support, academic and   

social programs, and ESL tutoring services for international students.  

B.	  Seek ways to support international students on the Rinker campus in accessing affordable food options, transportation, and housing   
opportunities in the local area.  

C.	  Support the Fish Interfaith Center Strategic Plan which includes offering creative academic, social, religious, spiritual, and secular   
programs available to Chapman students, and seeking to infuse interfaith literacy for all Chapman students. 

D.	  Support research into greater options for Kosher and Halal food available to Chapman students in collaboration with Sodexo.  
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Initiative 3.E 
Develop systems to take inventory, review, and recommend artwork, quotes, and busts that appear on campus to make sure that the identities 
and ideologies represented in Chapman’s physical spaces are representative of a diverse and inclusive community.  

Strategies 
A.	  Support the Art Acquisitions Committee in enhancing the permanent art collection with an effort to represent a wider range of   

identities and experiences and increase opportunities for prominently displayed student curated exhibits emphasizing cultural diversity.   

B.	  Establish a committee to review the artwork, quotes, busts, and ideologies currently represented on campus and develop a list of   
diverse and inclusive works, ideologies, and artists that would enhance the diversity of identities and ideologies represented in  
the existing collection.  This list would then inform Campus Planning and University Advancement in the decision-making and  
acquisition processes. 

Initiative 3.F 
Communicate commitments that have been made to add and alter existing physical spaces and structures for greater inclusion and 
accessibility in an effort to improve the experience of members of underrepresented communities on Chapman campuses.  

Strategies 
A.	  Assess and update evacuation plans for the University to incorporate planning and training related to evacuation of people with  

disabilities. Increase the number of evacuation chairs available to people with disabilities on campus.  

B.	  With the addition of automatic external defibrillators and evacuation chairs in each new building project and renovation, the University  
will continuously update the interactive campus map in order to provide the campus community the most up to date information about  
access to these vital resources.  

C.	  Communicate accessibility modifications as they occur with the campus community including lifts, ramps, and elevators in each new   
building project and during renovation of existing and historic buildings. 

D.	  Highlight accessible gender inclusive restrooms, infant changing stations, prayer and meditation spaces, and lactation rooms on the  
interactive campus map and in communications to the campus community whenever these spaces are added during new building and   
renovation projects.  

E.	  Assess online resources to ensure we are complying with ADA accessibility requirements for campus websites and other online  
resources. 

 

Initiative 3.G 
Create and designate existing and future campus spaces to better serve specific underrepresented communities at Chapman.  

Strategies 
A.	  Support Student Affairs in the renovation of the Hashinger lockers in order to provide commuter students access to storage space on   

campus for books, food, and personal items.  

B.	  Add a confidential lactation space for nursing parents including refrigeration and sink access on the Orange and Rinker campuses.  

C.	  Add prayer and meditation space, including a washing station not located within restrooms on the Orange and Rinker campuses.  

D.	  Support Campus Planning in updating signage to reflect the significance of the passage of the Americans with Disabilities Act in  
the Bush Conference Center in Beckman Hall. Similarly, look for ways to commemorate the historic Martin Luther King, Jr. speech in   
Memorial Hall and highlight the historic murals near the Orange Campus area. 

E.	  Support Campus Planning in their efforts to increase signage indicating accessible pathways, entrances, locations of bathrooms, and   
lifts.  
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GOAL 4:  COMMUNITY 
Develop and sustain meaningful outreach programs and partnerships with our  

diverse local communities and neighbors. 

Initiative 4.A 
Support the growth of existing and new community partnerships by creating a framework that will build stronger connections with our 
diverse local communities and increase awareness and pathways for underrepresented students to seek and access a Chapman education.    

Strategies 
A.	  Support Student Affairs and Student Engagement in the expansion and development of Civic Engagement Initiatives in order to build   

on the strength of existing programs that support meaningful connections with our diverse local communities and increase awareness   
and pathways for underrepresented students to access a Chapman education.  

B.	  Support the Office of the Provost and Office of  Admission in the development of community partnerships that will focus on building  
pathways with local K-12, Community Colleges, and community based organizations focused on expanding awareness, of and access to,   
Chapman. Efforts to expand community partnerships will be a collaborative effort with staff in the Office of  Admission, Student Affairs,    
and Chapman academic units to ensure a coordinated and systematic approach to pathway development.    

C.	  Support the Office of the Provost, the Diversity & Inclusion Office, Musco Center for the Arts, and other units with the planning  
of major campus events that bring local communities, families, and prospective students to Chapman for large-scale art, cultural,   
and educational events that will be open to the public (e.g., The Heartbeat of Mexico and World Café performances).  

D.	  Support the development and expansion of community art, education, and cultural programs at Centro Comunitario de Educación for   
K-12 students and their families from the local community.  

E.  Support Wilkinson College of  Arts, Humanities, and Social Sciences in expanding the Orange High School (OHS) Literacies    
Partnership and OHS Literary Society Collaborative into pathways for OHS students to access Chapman.  

F.	  Seek ways to open various Chapman facilities to members of the local community in order to make the physical campus more  
accessible, available, and open.  

G.	  Support the Office of  Alumni Engagement in connecting alumni with new and existing community partnerships as available.  

GOAL 5:  INSTITUTIONAL PRIORITY 
Prioritize the commitment to diversity and inclusion through leadership and action at all levels of the institution. 

Initiative 5.A 
Develop infrastructure needed to support and expand campus-wide diversity and inclusion efforts by establishing essential positions, plans,  
and offices that are needed to implement diversity-related initiatives and document institutional progress. 

Strategies 
A.	  Expand support for staff positions that will assist with campus climate assessment; relevant data collection and analysis; and the   

drafting and distribution of campus-wide reports to support the work of faculty, administrators, and staff. 

B.	  Expand support for infrastructure in the Office of Diversity & Inclusion, with the Office of the Provost, that will assist with    
administrative coordination of the Chapman Diversity Project and keeping online resources up-to-date.  

C.	  Support Strategic Marketing and Communications in developing a strategic plan to enhance communications and messaging related to   
diversity and inclusion.  

D.	  Establish responsibilities for cultivating diversity related online content; ensuring inclusivity of marketing materials; working with    

97



        
 

24 

st
r

at
e

g
ic

 p
la

n
  | 

|  fo
r

 d
iv

e
r

sit
y

 &
 in

c
lu

sio
n

 

  
  

 

   
 

 

 

 

Panther Productions to develop relevant videos and training college webmasters on inclusive online web-design practices; consulting 
with campus departments about what constitutes diversity-related content; and centralizing diversity and inclusion related messaging 
from Chapman University to internal and external constituencies. 

E.	 Cultivate donors through University Advancement to provide financial support to students in crisis and develop student scholarships 
for housing and meal plan funding. 

F.	 Incorporate the Strategic Plan for Diversity & Inclusion into the next Chapman University Strategic Plan. 

Initiative 5.B 
Equip campus leaders with data on diversity, inclusion, and campus climate in order to identify gaps, make informed decisions, establish 
priorities, and monitor institutional progress.   

Strategies 
A.	  Acquire assessment tools and support expansion of campus-wide assessment and reporting related to diversity and inclusion in  

collaboration with the Institutional Research Office.  

B.	  Create and distribute Diversity Snapshot reports for all units across campus for the purposes of creating awareness, establishing  
benchmarks, and informing goal-setting efforts. 

C.	  Develop a Diversity Dashboard to provide information on progress related to institutional diversity and inclusion goals. This dashboard  
and these data will be integrated with dashboards currently under development with a focus on leveraging data that already exists, and   
augmenting it where data needs to be developed. 

Initiative 5.C 
Increase and diversify the professional development opportunities and training for staff, faculty, trustees, and administrators on the Orange 
and Rinker campuses that assist with the development of greater awareness and skill building related to cultivating an inclusive campus 
climate.  

Strategies 
A.	  Establish programs and professional development opportunities housed in Human Resources and the Office Diversity & Inclusion,    

within the Office of the Provost, collaboration with other departments, designed to support the development of relevant campus events,   
strategic partnership development, continued coordination of the Chapman Diversity Project, and incentivized opportunities for   
faculty or staff to attend relevant conferences and symposia.  

B.	  Support the development and design of infrastructure within Human Resources for in-person and online workshops and trainings   
focused on diversity and inclusion available to trustees, administrators, faculty, and staff.  

C.	  Support the on-going efforts by campus units to provide professional development focused on implicit bias and best practices. 
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 x campus progress toward
   
diversity & inclusion
 

Working toward a diverse and inclusive campus community is a central part of the history of Chapman. The following section provides 
descriptions of actions taken to meet some of the short-term goals identified by recommendations from the Chapman Diversity Project.  
Sharing some of the successes and efforts that have been initiated since fall of 2014 at Chapman reflects our shared commitment to 
continued progress and celebrates some recent successes in improving diversity and inclusion on our campus.  While we have made some 
great strides in a short time, there is much work yet to be done on longer-term goals, initiatives, and strategies for change in relation to 
diversity and inclusion as a campus community.  Work toward greater inclusion is a generative and constantly-evolving process rather than a 
goal to reach and our efforts must be on-going.  

Curriculum 

Diversity and Inclusion Education Curricular Innovation Awards have been established to encourage faculty to infuse diversity   
and inclusion into current courses, develop new courses, and establish creative new approaches to diversity infusion in    
the curriculum.   

HUM 205: Intro to LGBTQ Studies was offered in spring 2015 and will be offered more regularly in order to strengthen the  
LGBTQ Studies Minor.  

The Academic Committee of the Board of Trustees now includes diversity as a permanent, standing agenda item for all of its meetings.  

Faculty groups have been meeting in a cross-college effort as part of the Diversity Infusion Project to enhance their curriculum in   
areas of diversity and inclusion since 2015.  

Latinx and Latin American Studies minor has been established to start in the 2017-2018 academic year. 

Recruitment 

The Office of  Admission attended the first annual Campus Pride College Fair in October 2015.  

The Office of  Admission added a question related to diversity and inclusion to the student application process. 

The Office of  Admission held the first Diversity Breakfast for prospective students and their families at Preview Day in spring 2016.  

Establishment of the Don Will Memorial Scholarship fund for students from the Democratic Republic of the Congo.  

An on-going partnership with an external consultant will train a pool of faculty members to lead dialogues with their peers about  
diversifying faculty searches.  

Created a new scholarship program matching grants made by community-based organizations to incoming students for up to $5,000.  

Climate 
A free laptop borrowing program was established in the Student Union in spring of 2016.  

A lactation room for nursing parents was established in Wilkinson Hall on the Orange Campus.  

A new diversity website was established, expanded, and is now continually updated at www.chapman.edu/diversity. 

Cross-Cultural Engagement and First-Generation Services worked collaboratively with student clubs and campus leaders to plan   
and hold six cultural graduation celebrations in spring 2016 including First-Generation Graduation Celebration, Latinx    
Graduation,  Asian Pacific Islander Graduation, Lavender Graduation, Students with Disabilities Graduation, and Black    
Graduation.  

Campus Initiatives Education Resource Team (CERT) collaborated with the Office of Church Relations and additional campus  
partners to train 18 staff members and one student to become Stop the Hate trainers, offering workshops by request focused  
on building awareness about how to diminish and properly report bias incidents and hate crimes with the goal of a safer and  
more inclusive campus community.  

First Year Programs in Student Affairs established affinity group socials for the first time in fall 2015 that included commuter  
students, LGBTQIA+ students, students of color, women, students looking for financial resources, students exploring spirituality,    
and international students.  

IDEALS, a longitudinal study on student perspectives and beliefs related to faith, spirituality, and secularism, was initiated by the   
Fish Interfaith Center and Institutional Research Office, using the first year class in fall 2015 as the first surveyed cohort. 
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International Student Pre-Orientation began in fall 2016.  

International students can practice English from 4-5pm every   
Wednesday at Starbucks in Beckman Hall by appointment.    
Students who are not international students are also welcome.  

Leatherby Libraries added two additional printers for accessible   
and free printing available to all students. Increasing campus   
resources such as printers is particularly supportive of students   
who may be struggling financially.  

Locations, photos and descriptions of accessible entrances,   
lifts, and elevators have been added to the interactive campus   
map. 

Locations, photos, and descriptions of gender inclusive   
bathrooms have been added to the interactive campus map. 

Maria Contreras (formerly in the Office of  Admission) and   
Rueben Martinez (Presidential Fellow) started the Chapman   
Latinx Staff & Faculty Forum with support from the Office of    
the Provost. 

Plans to renovate Roosevelt, Reeves, and Smith Halls for greater  
ADA accessibility and earthquake safety have begun.  

Safe Space Faculty & Staff  Workshops have expanded to be   
offered once a month during the academic year.  

Student Affairs have continued the “I Am Chapman”     
campaign.  

Student Psychological Counseling Services added on-   
 campus psychiatric services for two days per week. 

Student Psychological Counseling Services in Student Affairs has offered a new counseling group for students called Post Study   
Abroad: Reverse Culture Shock Group.  

The Advisory Group on the Status of International Communities has worked with Off-Campus Housing to develop a letter sent to   
international graduate students at the time of their admittance and deposit to Chapman explaining housing options to    
better support this community.  

The Advisory Group on the Status of LGBTQ+ Communities has worked collaboratively with Cross-Cultural Engagement and   
Diversity & Inclusion to update student, staff, and faculty Chapman Safe Space workshops.  

The Student Satisfaction Survey now includes the option of non-binary identity for the question of gender. 

The Student Union has adjusted table heights to be sure they are ADA accessible.  

Three million dollar gift to Chapman University went toward establishing the Thompson Policy Institute on Disability and   
Autism. 

Twelve new automatic external defibrillators and one evacuation chair were installed across campus. 

Weekly emails focused on diversity and inclusion have started to go out to all students, staff, and faculty at Chapman.  

A floating holiday for Chapman employees has been established to provide flexibility for employee holiday observances.  

Human Resources established three online diversity and inclusion related training modules for all employees including The Power   
of Respectful Language, Uncovering Implicit Bias, and Transition to Respect.  

Chapman Athletics has begun to provide speakers for its NCAA Educational Programming series around diversity and inclusion   
which have around 300 student athletes in attendance.  

The Campus Education and Resource Team (CERT) created a central location online for several policies that     
benefit a wide range of students, including trans* or gender nonconforming students, available here: http://www.chapman.edu/   
students/health-and-safety/title-ix/gender-inclusive-policies.aspx 

Residence Life and First Year Experience will now offer the option to live with a person of another gender on the first-year   
housing application.   

An Annual Cognitive Diversity Summit will be held by the Cognitive Diversity Project.  
100
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community 
Faculty Forum was held in spring of 2016 focused on increasing community partnerships and pathways in meaningful and 
sustainable ways. 

Jack Raubolt,  Vice President of Community Relations was hired and he established Neighbors of Chapman website, Neighbor-to-  
Neighbor newsletters and the Neighborhood  Advisory Committee.  

Several new community partnerships with Santa Ana Unified School District and community-based organizations have been 
established to increase pathways for underrepresented students to access a Chapman education.  

New partnerships with Sikhlens and community partners have developed the Fish Interfaith Center Sikh Interfaith Partnership to   
fund student travel to learn about diversity in relation to various religions and interfaith cooperation.  

institutional priority 
Director of Diversity & Inclusion position established within the Office of the Provost. 

Diversity & Inclusion Student  Assistant position established within the Office of the Provost. 

Established a new statement on diversity and inclusion more closely aligned with university policies and values in spring 2016.  

The Board of Trustees and Board of Governors have been reflexively looking at diversity and considering ways that they might 
augment the diversity of the board and donor pool.  

The Board of Trustees was given survey questions to ascertain perspectives and priorities in relation to diversity and inclusion at 
Chapman for the first time. 

The Chapman Diversity Project started to meet in spring 2015 and now encompasses five task forces, eight advisory groups on 
the status of specific constituencies, a steering committee called the Chapman Diversity Response Committee and over 250 
volunteer students, staff, faculty, administrators, trustees, and alumni who meet regularly to advocate for proactive institutional 
change.  

Chapman University is now an institutional member of the American Association of Hispanics in Higher Education 
  
(AAHHE).
 

Diversity Initiatives has been added as an official item on the ballot for “I’m In” Faculty & Staff Giving rather than a write-in 
option  under “other.”  

Human Resources now includes a   
question on diversity engagement   
in the Self-Appraisal Form.  

Human Resources incorporated  
information on the importance   
of diversity to the overall   
performance in both management   
and staff Performance  Appraisal   
trainings. 

The Board of Trustees’  Audit   
Committee receives a report of   
all Title IX cases.  
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 x closing 
This strategic plan for diversity and inclusion proposes significant structural, academic, and service-centered changes related to a strong 
commitment to diversity and inclusion at Chapman University. Thoughtful implementation, focused tracking of performance indicators, as 
well as careful prioritization of goals and initiatives will be necessary components of a successful plan. The landscape of varying needs and 
challenges that may arise will also necessitate attentive evaluation of plan content so that there is room to adapt and adjust timelines, goals,  
and initiatives that accurately reflect the vision of this plan.  

xii gratitude 
The aspirations, excitement, creativity, investment, research, recommendations, and passion that so many people have brought forward 
have directly impacted bringing this five-year plan to fruition. Thank you to all of the people who attended and lent their voices to 
meetings, forums, town halls, and focus groups. Thank you for volunteering countless hours, for engaging in difficult dialogues, for 
researching and setting up meetings with key stakeholders, and for keeping the momentum that is moving us forward. Thank you to all 
of the members and co-chairs of the Chapman Diversity Project, the Chapman Diversity Response Committee, and the Faculty Diversity 
& Inclusion Committee. Gratitude also goes to senior staff members and administrators who have recommended plans of action based 
on the over 170 recommendations that laid the foundation for this plan.  Your collaborative spirit, persistence, authenticity, honesty, and 
advocacy are the elements that were necessary to opening up possibilities and generating excitement for all that is possible at Chapman 
in relation to cultivating a more diverse, welcoming, and inclusive campus climate.  We greatly appreciate the groups that supported and/ 
or endorsed the strategic plan: the Faculty Senate, all of the Chapman Diversity Project advisory groups and task forces, the Academic 
Committee of the Board of Trustees, the Executive Officers of the Latinx Faculty & Staff Forum, the Dean’s Council, and the Student 
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Frank Key,  Assistant Director of Undergraduate  Admission 

Gail Stearns, Dean of the Chapel 

Giulio M. Ongaro, Dean, College of Performing  Arts 
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Richard Redding,  Vice Provost for Graduate Education
 

Robert Bassett, Dean, Dodge College of Film and Media Arts 
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A One Page Strategic Plan for Diversity & Inclusion 

 

Curriculum 
Expand diversity and inclusion in academic curricula and student learning opportunities.  

Support and expand 1) interdisciplinary ethnic and cultural studies minors; 2) service-learning opportunities connected to general educa-
tion requirements; and 3) professional development opportunities to assist faculty with curricular innovation.  

Recruitment 
Strengthen equity and access in recruitment of students, staff, and faculty that compose a diverse and inclusive campus. 

Develop strategies for diversifying staff and faculty searches and for recruiting students from underserved populations in our local commu-
nity. Create support infrastructures and budgets in Admission and Financial Aid, plan early outreach activities, enhance community en-
gagement, design yield events, and train recruitment staff.   

Climate 
Develop and implement programs, services, and physical spaces that cultivate a welcoming campus. 

Strengthen campus resources that will enable campus community members to find the support they need to be successful. A Cross-
Cultural Center will serve as the cornerstone for the Climate goal. The Center will serve all Chapman students and be equipped with neces-
sary staffing, program and operating budgets, and capital for establishing rotating exhibits focused on various cultural topic areas. Addi-
tional emphasis will be placed on designing a campus climate that supports student success with the critical goal of increasing four to six-
year graduation rates. Support for Disability Services, Student Psychological Counseling Services, Veterans Affairs, Financial Services, 
First Generation Services, the Center for Global Education, and the Fish Interfaith Center will be critical to the Climate initiative.   

Community 
Develop and sustain meaningful outreach programs and partnerships with our diverse local communities.  

Develop strong pathways for K-12 students in the local community and first-generation students to attend Chapman. Engage with our 
neighboring communities to develop early outreach initiatives and supportive, educational partnerships. Particular emphases will be placed 
on engagement with K-12 students in the City of Orange, the City of Santa Ana, and the City of Anaheim—Chapman’s closest neighbors.   

Institutional Prioritization 
Prioritize the commitment to diversity and inclusion through leadership and action at all levels of the institution.  

Develop necessary infrastructure, awareness, and expertise throughout the University. Develop stronger data collection, strategic planning, 
analysis, and reporting of key performance indicators regarding campus climate, student success, and demographics; and develop and sup-
port a wide range of relevant professional development and educational opportunities for campus leaders: administrators, trustees, faculty, 
students, and staff.  
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Curriculum 
 Diversity and Inclusion Education Curricular Innovation Awards have been established to encourage faculty 

to infuse diversity and inclusion into current courses, develop new courses and establish creative new 
approaches to diversity infusion in the curriculum. Up to four are awarded each year for $1500 each.    

 HUM 205: Intro to LGBTQ Studies was offered in spring 2015 and will be offered more regularly in order 
to strengthen the LGBTQ Studies Minor.  

 The Academic Committee of the Board of Trustees now includes diversity as a permanent, standing agenda 
item for all of its meetings. 

 Faculty groups have been meeting in a cross-college effort as part of the Diversity Infusion Project to 
enhance their curriculum in areas of diversity and inclusion since 2015.  

 The Latinx & Latin American Studies Minor was developed and introduced to start in fall 2016. A new 
faculty member has been hired to coordinate the interdisciplinary minor. 

 A question related to how faculty cultivate an open classroom climate has been added to the voluntary 
midterm evaluations faculty utilize to gain feedback from their classes. 

Recruitment 
 The Office of Admission added a question related to diversity and inclusion to the student application 

process. 

 The Office of Admission attended the first annual Campus Pride College Fair in October 2015. 

 The Office of Admission held the first Diversity Breakfast for prospective students and their families at 
Preview Day in spring 2016.  

 Establishment of the Don Will Memorial Scholarship fund for students from the Democratic Republic of 
Congo. 

 Created a new scholarship program matching grants made by community-based organizations to incoming 
students for up to $5,000.  

 Faculty Search Training has been updated in collaboration with Faculty Affairs, Human Resources and the 
Office of Diversity & Inclusion to centrally focus on diversifying faculty search processes and is now 
coordinated through Faculty Affairs. The new training is led by faculty trainers. 

 Cap on number of veteran students who can be recruited has been lifted in accordance with campus 
resources and guidelines as a Yellow Ribbon School.  

Climate 
 A free laptop borrowing program was established in the Student Union in spring of 2016. 

 A lactation room for nursing parents was established in Wilkinson Hall on the Orange Campus. 

 A new diversity website was established, expanded and is now continually updated at 
www.chapman.edu/diversity. 

 Cross-Cultural Engagement and First Generation Services worked collaboratively with student clubs and 
campus leaders to plan and hold six cultural graduation celebrations in spring 2016 including First-
Generation Graduation Celebration, Latinx Graduation, Asian Pacific Islander Graduation, Lavender 
Graduation, Students with Disabilities Graduation, and Black Graduation.  

 Cross-Cultural Initiatives Education Resource Team (CERT) collaborated with the Office of Church 
Relations and additional campus partners to train 18 staff members and 1 student to become Stop the Hate 
trainers, offering workshops by request focused on building awareness about how to diminish and properly 
report bias incidents and hate crimes with the goal of a safer and more inclusive campus community.  
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 First Year Programs in Student Affairs established affinity group socials for the first time in fall 2015 that 
included commuter students, LGBTQIA+ students, students of color, women, students looking for financial 
resources, students exploring spirituality and international students.  

 IDEALS, a longitudinal study on student perspectives and beliefs related to faith, spirituality and 
secularism, was initiated by the Fish Interfaith Center and Institutional Research Office, using the first year 
class in fall 2015 as the first surveyed cohort. 

 An advisory group based out of the Student Affairs division that works to address possible bias and hate 
incidents affecting the campus community by creating opportunities for dialogue and preventative education 
was started: Cross-Cultural Initiatives Education and Resource Team (CERT). 

 International Student Pre-Orientation began in fall 2016.  

 International students can practice English from 4-5pm every Wednesday at Starbucks in Beckman by 
appointment. Students who are not international students are also welcome.  

 Leatherby Libraries added two additional printers for accessible and free printing available to all students. 
Increasing campus resources such as printers is particularly supportive of students who may be struggling 
financially.  

 Locations, photos and descriptions of accessible entrances, lifts and elevators have been added to the 
interactive campus map.  

 Locations, photos and descriptions of gender inclusive bathrooms have been added to the interactive campus 
map. 

 Maria Contreras (Office of Admission) and Rueben Martinez (Presidential Fellow) started the Chapman 
Latino Staff & Faculty Forum with support from the Office of the Provost.  

 Nancy Brink (Office of Church Relations) and Kevin Stockbridge (LGBTQ Studies Lecturer) started the 
Chapman LGBTQIA+ Staff & Faculty Forum with support from the Office of the Provost.  

 Plans to renovate Roosevelt, Reeves and Smith Halls for greater ADA accessibility and earthquake safety 
have begun.  

 Safe Space Faculty & Staff Workshops have expanded to be offered once a month during the academic year.  

 Student Affairs Cross-Cultural Initiatives have continued the “I Am Chapman” campaign.  

 Student Psychological Counseling Services added on-campus psychiatric services for 2 days per week. 

 Student Psychological Counseling Services in Student Affairs has offered a new counseling group for 
students called Post Study Abroad: Reverse Culture Shock Group.  

 The Advisory Group on the Status of International Communities has worked with Off-Campus Housing to 
develop a letter sent to international graduate students at the time of their admittance and deposit to 
Chapman explaining housing options to better support this community.  

 The Advisory Group on the Status of LGBTQ+ Communities has worked collaboratively with the Cross-
Cultural Center and the Office of Diversity & Inclusion to update student, staff and faculty workshops.  

 The Student Satisfaction Survey now includes the option of non-binary identity for the question of gender. 

 The Student Union has adjusted table heights to be sure they are ADA accessible.  

 Three million dollar gift to Chapman University went toward establishing the Thompson Policy Institute on 
Disability and Autism.  

 Twelve new automatic external defibrillators and one evacuation chair were installed across campus.  

 A floating holiday for Chapman employees has been established to provide flexibility for employee holiday 
observances.  
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 Human Resources established three online diversity and inclusion related training modules for all 
employees including The Power of Respectful Language, Uncovering Implicit Bias, and Transition to 
Respect.  

 Chapman Athletics has begun to provide speakers for its NCAA Educational Programming series around 
diversity and inclusion which have around 300 student athletes in attendance.  

 The Cross-Cultural Initiatives Education and Resource Team (CERT) created a central location online for 
several policies that benefit a wide range of students, including trans* or gender nonconforming students, 
available here: http://www.chapman.edu/students/health-and-safety/title-ix/gender-inclusive-policies.aspx 

 Residence Life and First Year Experience will now offer the option to live with a person of another gender 
on the first year housing application.   

 An Annual Cognitive Diversity Summit will be held by the Cognitive Diversity Project.  

 The United Health Care student health insurance plan has been updated and covers counseling, hormone 
replacement therapy and surgical interventions associated with gender dysphoria that are deemed medically 
necessary by a health provider. Went into effect on August 25, 2017. 

 Four Women’s Restrooms in Beckman Hall have been updated with automatic door openers to provide 
greater accessibility in fall 2016.  

 A new single user restroom open to people of any gender has been completed on the first floor of Argyros 
Forum. 

 Prayer and meditation space has been completed in 9401 of the Rinker Campus, and temporarily classroom 
95-214 will be used as a prayer and meditation space during the 2017-2018 academic year. Washing will 
occur in showers provided on the first floor of building 9501. 

 Strategic Plan for Diversity & Inclusion was updated to be accessible for a JAWS screen reader including 
alt-text by the end of the summer 2017. 

 A three hour in-service training focused on best practices in counseling LGBTQIA clients was offered for 
Student Psychological & Counseling Services, the MFT Program, School Psychology Program, Psychology 
Department and Student Services staff on January 16, 2018.  

 The Advisory Group on the Status of Women and Facilities have collaborated to make all menstruation 
products supplied in restrooms on campus free to campus community members starting in spring 2018.  

 The Cross-Cultural Center, First Generation Services, Residential Education & First Year Experience have 
teamed up to pilot a new student mentorship program called WeCU that allows students to identify interest 
in a faculty, staff or student mentor in social, academic, spiritual, identity related and/or professional areas. 
The program starts in spring 2018.   

Community 
 Faculty Forum was held in spring of 2016 focused on increasing community partnerships and pathways in 

meaningful and sustainable ways. 

 Jack Raubolt, Vice-President of Community Relations was hired and he established Neighbors of Chapman 
website, Neighbor-to-Neighbor newsletters and the Neighborhood Advisory Committee.  

 Several new community partnerships with Santa Ana Unified School District and community-based 
organizations have been established to increase pathways for underrepresented students to access a 
Chapman education.  

 New partnerships with Sikhlens and community partners have developed the Fish Interfaith Center Sikh 
Interfaith Partnership to fund student travel to learn about diversity in relation to various religions and 
interfaith cooperation.  
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Institutional Priority 
 Director of Diversity & Inclusion position established in the Office of the Provost. 

 Diversity & Inclusion Student Assistant position established in the Office of the Provost. 

 Established a new statement on diversity and inclusion more closely aligned with university policies and 
values in spring 2016.  

 The Board of Trustees and Board of Governors have been reflexively looking at diversity and considering 
ways that they might augment the diversity of the board and donor pool.  

 The Board of Trustees was given survey questions to ascertain perspectives and priorities in relation to 
diversity and inclusion at Chapman for the first time. 

 The Chapman Diversity Project started to meet in spring 2014 and now encompasses 12 task forces and 
advisory groups on the status of specific constituencies, a steering committee and over 250 volunteer 
students, staff, faculty, administrators, trustees and alumni who meet regularly to advocate for proactive 
institutional change.  

 Chapman University is now an institutional member of the American Association of Hispanics in Higher 
Education (AAHHE). 

 Diversity Initiatives has been added as an official item on the ballot for “I’m In” Faculty & Staff Giving 
rather than a write-in option under “other.”  

 Human Resources now includes a question on diversity engagement in the Self-Appraisal Form.  

 Human Resources incorporated information on the importance of diversity to the overall performance in 
both management and staff Performance Appraisal trainings. 

 The Board of Trustees’ Audit Committee receives a report of all Title IX cases. 

 A new Veterans Resource Center will open in spring 2018 led by Director of the Veterans Resource Center 
Bas Villalobos.  
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Revised:  12/13/16 

DIVERSITY & INCLUSION STRATEGIC PLAN 

GLOBAL KEY PERFORMANCE INDICATORS 

Fall-to-Fall Retention Rate 

• Student Measure (Undergraduate students):  Disaggregated by race/ethnicity, first-generation college
student status, and socio-economic status

• Student Measure (Transfer students):  Disaggregated by race/ethnicity, first-generation college student
status, and socio-economic status

Graduation Rate 

• Student Measure (Undergraduate students) :  Six-year graduation rate disaggregated by race/ethnicity,
first-generation college student status, and socio-economic status

• Student Measure (Transfer students) :  Four-year graduation rate disaggregated by race/ethnicity, first-
generation college student status, and socio-economic status

Recruitment Application/Yield/Melt Rate 

• Student Measure:  Disaggregated by race/ethnicity, first-generation college student status, and socio-
economic status

Demographics 

• Student Measure:  Disaggregated by race/ethnicity, first-generation college student status, and socio-
economic status

• Faculty Measure:  Disaggregated by race/ethnicity and gender
• Staff Measure:  Disaggregated by race/ethnicity and gender

Curriculum 

• Numbers of undergraduate courses with diversity infused content, and diversity-related topics
• Student Measure:  Number of students engaging in academic service learning
• Student Measure:  Number of students studying abroad
• Student Measure:  Number of students declaring diversity-themed minors

Campus Climate/Diversity & Inclusion Index 

Student Measures 
• Graduating seniors “agree” or “agree strongly” with the following statement:  Chapman University is an

institution that values diversity. (2015 College Senior Survey)

• Graduating seniors “agree” or “agree strongly” with the following statement:  I have felt discriminated
against at this institution because of my race/ethnicity, gender sexual orientation, or religious affiliation.
(2015 College Senior Survey)

• Graduating seniors “agree” or “agree strongly” with the following statement:  There is a lot of racial
conflict on this campus (2015 College Senior Survey)
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• Graduating seniors “agree” or “agree strongly” with the following statement:  This institution has 
contributed to my: Knowledge of people from different races/cultures. (2015 College Senior Survey) 
 

Faculty Measures 
• Full-time faculty “agree” or “agree strongly” with the following statement:  I have felt discriminated 

against at this institution because of my race/ethnicity, gender, sexual orientation, or religious affiliation. 
(2014 HERI Faculty Survey) 

• Full-time faculty “agree” or “agree strongly” with the following statement:  There is a lot of racial 
conflict here. (2014 HERI Faculty Survey) 

• Full-time faculty “agree” or “agree strongly” with the following statement:  A racially/ethnically diverse 
student body enhances the educational experience of all students. (2014 HERI Faculty Survey) 

 
Staff/Administrators 
• Full-time faculty staff and administrators “agree” or “agree strongly” with the following statement:  I 

have felt discriminated against at this institution because of my race/ethnicity, gender sexual orientation, 
or religious affiliation. (2015 Campus Climate & Work Environment Survey) 

• Full-time faculty staff and administrators “agree” or “agree strongly with the following statement:  
Chapman University is an institution that values diversity. (2015 Campus Climate & Work Environment Survey) 

• Full-time faculty staff and administrators “agree” or “agree strongly” with the following statement:  
Chapman University is an institution that values treating everyone with civility and respect. (2015 Campus 
Climate & Work Environment Survey) 

 
Board of Trustees 
• Board of Trustees “agree” or “agree strongly” with the following statement:  Chapman University is an 

institution that values diversity. (2015 Board Member Self-Assessment Survey) 
• The top 3 diversity-related priorities reported by the Board of Trustees:  to create a diverse multi-cultural 

campus environment, to diversify the student population, and to provide opportunities for dialogue to the 
campus of issues related to diversity, inclusion and equity. (2015 Board Member Self-Assessment Survey) 
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STRATEGIC PLAN PERFORMANCE AND PROGRESS INDICATORS 

STRATEGIC PLANNING PRIORITY #1:  CURRICULUM 
Goal One:   Expand diversity and inclusion in academic curriculum through diversity infusion, 
increasing learning opportunities for students and inclusive pedagogy and andragogy.  

 Number (and amount) of permanent funds institutionalized to expand diversity and inclusion in
academic curriculum within the first year of the strategic plan implementation.  [Funds to support the
Diversity Infusion Program and the Diversity and Inclusion Education Curricular Innovation Awards].

 Institutionalization of a yearly report by the Faculty Diversity & Inclusion Committee outlining the best
practices in curricular innovation at Chapman University.

 Percent of essential staff positions filled to expand diversity and inclusion in academic curriculum in the
first year of the strategic plan implementation. [Two essential staff positions were identified:  Academic
Service Learning Director and Academic Service Learning Administrative Assistant.]

 Percent increase of faculty participation rates in trainings, workshops and/or professional development
activities related to academic service-learning.

 Percent of essential full-time faculty positions filled to expand diversity and inclusion in academic
curriculum within the first two years of the strategic plan implementation. [Four essential faculty
positions were identified to head the following minors LGBTQ Studies, Women’s Studies, Disability
Studies; and Latino & Chicano Studies.]

 Percent increase in the number of applications and recipients of the Diversity and Inclusion Education
Curricular Innovation Award.

 Increase number of new service learning courses offered since the implementation of the strategic plan.
 Increase number of new courses offered which can be designated diversity infused since the

implementation of the strategic plan.
 Increase number of students graduating with minors in LGBTQ Studies, Women’s Studies, Disability

Studies; and Latino & Chicano Studies.
 Faculty and student perceptions:  Percent increase in satisfaction with “The learning opportunities for

students related to diversity and inclusion in the academic curriculum” over the next five years.
 Senior student perceptions (CSS):  Percent increase in self-ratings of “Ability to see the world from

someone else’s perspective” over the next five years.
 Senior student perceptions (CSS):  Percent increase in agreement with “CU contributed to my

knowledge of people from different races/cultures” over the next five years.

STRATEGIC PLANNING PRIORITY #2:  RECRUITMENT 
Goal Two:  Strengthen equity and access in recruitment of students and faculty that compose a 
diverse and inclusive campus. 

 Percent increase of faculty searches with a diversified faculty pool of qualified candidates each AY.
 Track the percent increase of faculty of color and women faculty over the next five years.
 Percent increase of underrepresented faculty of difference in the new faculty hires each AY.
 Increase number of faculty trainers focused on diversifying faculty searches.
 Number (and amount) of permanent funds institutionalized to strengthen equity and access in

recruitment of students within the first year of the strategic plan implementation.  [Funds to support
early outreach, yield activities, and TM scholarship fund].

 Percent of essential staff positions filled to strengthen equity and access in recruitment of students
within the first two years of the strategic plan implementation. [Four essential staff positions were
identified:  Two in the Office of Admission and two in the Office of Financial Aid.]
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 Percent increase in enrollments for first-generation college students over the next five years. 
 Track the percent increase in enrollments for students of color over the next five years. 
 Percent increase in enrollments for local domestic students over the next five years. 
 Percent increase in enrollments for Pell eligible students over the next five years. 
 Faculty and student perceptions:  Percent increase in satisfaction with “The diversity of the student 

body” over the next five years. 
 Faculty and student perceptions:  Percent increase in satisfaction with “The diversity of the faculty” over 

the next five years. 

 

STRATEGIC PLANNING PRIORITY #3:  CLIMATE 
Goal Three:  Develop and implement programs, services and spaces that cultivate a welcoming 
campus climate. 
 
 Percent of essential staff positions filled to develop and implement programs, services and spaces that 

cultivate a welcoming campus climate in year one, two and three of the strategic plan implementation. 
[12 staff positions were identified:  Two Program Coordinators, an Administrative Assistant for 
Disability Services, Disability Services Specialist, Administrative Assistant for Testing Center, 
Therapist, Outreach & Prevention Specialist, Veteran Affairs Director, VA Certifying Official, First-
Generation Program Coordinator, Administrative Assistant for First-Generation Programs, and English 
as Second Language Tutor.] 

 Percent of essential student positions filled to develop and implement programs, services and spaces that 
cultivate a welcoming campus climate in year one, two and three of the strategic plan implementation. 
[21 essential student staff positions were identified:  5 programming staff, 10 operational staff, and 6 
cross-cultural liaisons.]. 

 Number (and amount) of permanent funds and budgets institutionalized to develop and implement 
programs, services and spaces that cultivate a welcoming campus climate within the first three years of 
the strategic plan implementation.  [Funds to support Stop the Hate programming, student emergency 
meals and housing, first-generation programming, First-Year Bridge programming, First-Generation 
grants and emergency aid, First-Generation travel and conferences, Promising Futures Program, Center 
for Global Education, emergency aid for international students, and Fish Interfaith Center]. 

 Percent increase in the 4 and 6-year graduation rates for first-generation college students over the next 
five years. 

 Percent increase in the 4 and 6-year graduation rates for students of color over the next five years. 
 Percent increase in the 4 and 6-year graduation rates for local domestic students over the next five years. 
 Percent increase in the 4 and 6-year graduation rates for Pell eligible students over the next five years. 
 Percent increase in the 4 and 6-year graduation rates for students with disabilities over the next five 

years. 
 Percent increase in the 4 and 6-year graduation rates for international students over the next five years. 
 Percent increase in the 4 and 6-year graduation rates for veteran students over the next five years. 
 Percent increase in the 4 and 6-year graduation rates for commuter students over the next five years. 
 Faculty and student perceptions:  Percent increase in satisfaction with “Chapman’s Cross Cultural 

space” over the next five years. 
 Faculty and student perceptions:  Percent increase in satisfaction with “Chapman’s Cross Cultural space 

exhibits” over the next five years. 
 Faculty, student and staff perceptions:  Percent increase in satisfaction with “Signage on campus” over 

the next five years. 
 Faculty and student perceptions:  Percent increase in agreement with “Chapman University has a 

welcoming campus climate” over the next five years. 
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 Faculty, staff and student perceptions (HERI Faculty Survey, CC&WE Survey, CSS):  Percent decrease 
in agreement with “I have felt discriminated against at this institution because of my race/ethnicity, 
gender, sexual orientation, or religious affiliation” over the next five years. 

 Faculty, staff and student perceptions (HERI Faculty Survey and CSS):  Percent decrease in agreement 
with “There is a lot of racial conflict on this campus” over the next five years. 

 

STRATEGIC PLANNING PRIORITY #4:  COMMUNITY 
Goal Four:  Develop and sustain meaningful outreach programs and partnerships with our 
diverse local communities. 
 
 Percent of essential staff positions filled to support the growth of existing and new community 

partnerships and build stronger connections and awareness with our diverse local communities in year 
one, two and three of the strategic plan implementation. [Four staff positions were identified:  Program 
Coordinator for Community Engagement, Community Partnership Coordinator, Diversity & Inclusion 
Community Program Coordinator, and Coordinator & Liaison for the Futuros Brillantes Teen Mentoring 
Program.] 

 Number (and amount) of permanent funds and budgets institutionalized to support the growth of existing 
and new community partnerships and build stronger connections and awareness with our diverse local 
communities within the first three years of the strategic plan implementation.  [Funds to support civic 
engagement initiatives, diversity and inclusion community programs, the OHS literacy partnerships, and 
Futuros Brillantes Teen Mentoring Program.] 

 Percent increase of community partnerships over the next five years. 
 Percent increase of admission applications from students attending local high schools over the next five 

years. 
 Percent increase of admission applications from students attending local community colleges over the 

next five years. 
 Percent increase of admission applications from underrepresented students over the next five years. 
 Percent increase in the matriculation yield of first-time and transfer Latino/a students. 
 Increase number of programs and events focused on bringing the surrounding community to Chapman 

University over the next five years. 
 Faculty, staff and student perceptions:  Increase satisfaction with “Chapman University’s infrastructure 

(e.g., leadership positions, budget, programming, and training/professional development) to support 
community partnerships.” 

 Faculty, staff and student perceptions:  Increase satisfaction with “Chapman University’s outreach 
efforts to underrepresented students in the local community.” 

 
STRATEGIC PLANNING PRIORITY #5:  COMMITMENT THROUGH LEADERSHIP 
Goal Five:  Demonstrate a commitment to diversity and inclusion through leadership at all 
levels of the institution. 
 
 Percent of essential diversity and inclusion positions filled in the first year of the strategic plan 

implementation. [Four essential positions were identified:  Diversity Reporting Specialist & Research 
Analyst, Diversity Training & Development Coordinator, Administrative Assistant to the Director of 
Diversity & Inclusion, and Multicultural Marketing Coordinator.] 

 Number (and amount) of permanent budgets institutionalized to use for diversity and inclusion 
assessment, professional development, trainings, workshops, and program development within the first 
two years of the strategic plan implementation.  [Three budgets lines were identified for the Diversity 
Reporting Specialist & Research Analyst, Diversity Training & Development Coordinator, and Director 
of Diversity & Inclusion] 
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 Percent of major units with visible diversity and inclusion statements, plans or goals on their websites. 
 Number of times a CU diversity effort/initiative is highlighted or recognized in the news or media (on 

campus, locally or nationally) or at conferences, meetings or symposiums. 
 Increase in the number of marketing material translated into Spanish. 
 Percent increase of faculty and staff participation rates in trainings, workshops and professional 

development activities related to diversity and inclusion. 
 Increase number of reports published annually related to diversity, inclusion, equity, and campus climate 

at CU. 
 Faculty, staff and student perceptions:  Percent increase in satisfaction with “Senior leadership 

commitment to diversity and inclusion” over the next five years. 
 Faculty, staff and student perceptions:  Percent increase in satisfaction with “Chapman University’s 

infrastructure (e.g., leadership positions, budget, programming, and training/professional development) 
to support diversity and inclusion” over the next five years. 

 Faculty, staff and student perceptions (HERI Faculty Survey, CC&WE Survey, CSS):  Percent increase 
in agreement with “Chapman University is an institution that values diversity” over the next five years. 

 Faculty, staff and student perceptions (HERI Faculty Survey, CC&WE Survey, CSS):  Percent increase 
in “Indicate how important you believe the following priority is at CU:  To create a diverse multi-
cultural campus” over the next five years. 
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DIVERSITY, EQUITY & INCLUSION 
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The response of university leadership was swift and 
decisive. In September 2015, soon after announcing 
that the creation of a more diverse, equitable and 
inclusive campus was among his most important 
priorities, President Schlissel called on the university 
community to develop U-M’s rst ve-year diversity, 
equity and inclusion strategic plan.

THE PLANNING PROCESS 

initial

In all, the planning units committed to achieving 
nearly 2,000 key actions. These were in addition 
to 34 major campuswide actions undertaken by 
the university.

YEAR ONE:  
LAYING THE GROUNDWORK  
AND ADVANCING GOALS

UNIVERSITY OF MICHIGAN
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CHARTING PROGRESS:  
PURSUING ACTION ITEMS,  
REINVESTING IN FOUNDATIONAL 
PROGRAMS, BUILDING  
INFRASTRUCTURE AND  
TRACKING METRICS

implemented in progress

Each unit’s updated year two plan incorporates 
a summary statement of activities implemented 
during year one.  View those summaries here. 

SIGNIFICANT 
ACHIEVEMENTS OF  
YEAR ONE

Implemented or In Progress

DIVERSITY, EQUITY & INCLUSION 

UNIVERSITY OF MICHIGAN
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THE GOALS... AND THE 
PRESIDENT’S CHARGE 

During his announcement, President Schlissel 
laid out three fundamental goals. These key  
objectives not only guided the yearlong planning 
process, but have served as our touchstones 
throughout the initial year of plan implementation. 
They include:

#1:  Diversity

#2:  Equity

#3:  Inclusion

UNIVERSITY OF MICHIGAN

DIVERSITY, EQUITY & INCLUSION 
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Overarching Strategy 1: 
CREATE AN INCLUSIVE AND  
EQUITABLE CAMPUS CLIMATE

Overarching Strategy 2: 
RECRUIT, RETAIN AND DEVELOP A 
DIVERSE COMMUNITY 

Overarching Strategy 3: 
SUPPORT INNOVATIVE AND INCLUSIVE 
SCHOLARSHIP AND TEACHING 

“When we introduced 
our Strategic Plan for 
DEI last year, we  
reinforced the idea that 
it was both a plan and a 
pledge that would guide 
our communty.  
I am so grateful for all 
of you who are helping 
us strive to live up to 
our most cherished 
ideals.”
Mark Schlissel,
President of the University of 
Michigan

DIVERSITY, EQUITY & INCLUSION 

UNIVERSITY OF MICHIGAN
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Paradigm Shifting: 
Participant Role Play 

and Dialogues 

Marguerite Bonous-Hammarth 
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Paradigm Shifting – Participant Role Play and 
Dialogues

Marguerite Bonous‐Hammarth, Ph.D.
Executive Director, Office of Inclusive Excellence

WSCUC The Diverse Campus: Intersecting Access and Equity 
across the Student Experience

February 1, 2018

Expect equity, support diversity, practice inclusion

2..

Learning Outcomes:

 To view campus diversity efforts using different 
perspectives

 To identify the breadth of challenges and opportunities 
associated with diversity initiatives through collaborations 
and dialogues with peers.

Expect equity, support diversity, practice inclusion
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Expect equity, support diversity, practice inclusion

The Benefit of Case Inquiry

 Set in the real world
 As a research strategy, can explore, describe, or 

explain phenomena 
 Identifies multiple issues, influences, decision points
 Appeals to range of stakeholders

Source: Yin (1994) Case Study Research. 

Expect equity, support diversity, practice inclusion

How do we develop the best practices to succeed in planned 
changes on campus?
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1.Select one case situation to discuss as a small group comprised of 

individuals whom you do not know. (Letters and numbers on your index cards 
correspond to situations on “Case Prompts” handout).  

2.Discuss the following: (30 minutes)

Expect equity, support diversity, practice inclusion

In what ways do the experiences, research and theories, or 
best practices shared today inform your thinking about next 
steps in your mini case?

What will your next steps be and why?

Who may be partners for these endeavors and why?

What may be most challenging and how could the challenge 
be addressed?

Activity

Expect equity, support diversity, practice inclusion

Selected Reviews
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HANDOUT Paradigm Shifting – Participant Role Plays and Dialogues 
Marguerite Bonous-Hammarth and Joseph Slowensky 

Case Prompts 

In what ways do the experiences, research and theories, or 
best practices shared today inform your thinking about next 

steps in the following scenarios? 

A. Changing Demographics
A1. 

You are about to enter a staff meeting with your WSCUC review team when 
you receive a text message from a staff member to “check this link now!”  You 
open the link to see what appears to be a group of young men and women lip 
syncing to a popular R&B song.  You notice in horror that one of the Asian 
students enters the scene playing an air guitar and wearing blackface.  The group 
continues to sing along to the song and closes with “We are State School!” – your 
institution’s name.  You note that the video has had over 10,000 hits, with some 
likes and some negative comments.  What are your next moves to address this 
video? What do you say to the WSCUC review team?   

A2. 
Your campus has been heavily recruiting Latinx students in hopes of securing 

an HSI (Hispanic Serving Institution) designation.  However, you have noticed, that 
student success rates (retention and graduation) for Latinx students on your 
campus have been declining recently as the population has grown.  How would 
you begin to approach this problem, and what strategies would you employ to 
address it? 

B. Campus Climate
B1. 

You have been helping to organize the work of several identity groups on 
your campus as they formulate recommendations about how to improve the 
campus climate. After a presentation by the LGBTQ advisory council, one of the 
members of the faith and spirituality group challenges the speaker saying that 
homosexuality is a choice, and not an identity.  How would you work to reconcile 
the philosophies of these two individuals and recognize the work of both groups 
as significant and important? 
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B2.  
You are the member of Associated Union Board, overseeing the funding of 

several student-driven initiatives.  You and your members have a list of proposed 
speakers from various student groups, including one to bring an individual to 
campus who is known in the national news media for his anti-Semitic and anti-
LGBTQ remarks.  You and board members will not have to ensure the safety of 
students or campus personnel for this event, but, as an instructor who teaches 
about diversity topics, you can anticipate the kinds of intergroup conflicts which 
may arise. Your vote will decide if this speaker’s proposal will be funded or 
denied. How will you communicate your message to the board members and to 
the student groups in question? What actions will you take concerning this event 
and what actions will you recommend to the student group proposing this 
speaker as well as to campus partners? 
 
B3.  

Students at your institution have written in campus surveys that the “rich 
kids on campus get preferential treatment.” They cite examples such as the 
campus bookstore makes little effort to keep the cost of textbooks affordable, 
that the lack of sufficient financial aid limits their participation in such programs 
as study abroad, that their dorm mates routinely travel to Cabo for spring breaks, 
and that they miss critical enrollment windows due to financial billing problems.  
They emphasize that the financial holds on their accounts and other red tape 
make it difficult to obtain requisite classes (which now delay their degree 
completions). What are some ways that your campus might help students of 
lower socio-economic backgrounds feel valued and not marginalized?  
 

C. Community Engagement 
C1. 

You are a Student Affairs practitioner planning field placement for 
approximately 100 undergraduates and graduate students. The students will 
complete leadership projects as part of campus service.  You notice that when 
your colleague arranged placements in the past that student essays about their 
projects seemed shallow and superficial.   The students wrote pre-formed 
approaches to their anticipated work with community patients or other members 
that suggested their approaches were based on deficit-model stereotypes. How 
do you build this course’s curriculum and the field work projects to enhance 
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campus and community partnerships while encouraging student learning and self-
examinations of implicit (and sometimes explicit) biases as service providers?  
 
C2.  

You are a member of a Campus Climate planning committee at your 
institution and developing a speaker’s list for potential events in the coming year.  
As you check the campus calendar about several dates, you notice that there is a 
commemoration ceremony planned to honor “Our Common Legacy.” The event 
will be held in an area of campus that has a history of conflict with Indigenous 
community members over land rights and recognition of sovereignty. The 
ceremony is planned by one of the founding campus faculty members and a 
student group to honor common heritage.  You are familiar with both this group 
as well as with student groups affiliated with your campus’ American Indian 
Resource Program who have protested in the past against the “shared identities” 
programs.  What are your next actions and why? How will you promote school 
culture and positive campus climate? 
 

D. Institutional and Organizational Changes 
 
D1. 

 You are tasked to present some strategic initiatives at three different 
meetings: one for trustees, one for students, and one for faculty members.  The 
initiatives focus on converting more spaces to all-gender restrooms in several 
areas of the campus.  What strategies would you use to approach each group?  
 
D2. 
Managing internal and external perceptions - Faculty, staff and students 
continually criticize the administration for not taking steps to improve diversity 
and inclusion on your campus.  Your provost wants you to lead a committee that 
will find ways and formulate recommendations that will help change these 
perceptions.  How would you approach this task? 
 

E. Curriculum and Diversity in the Classroom 
E1.  

Given a high level of student interest, a group of faculty members on campus 
have designed a new major in American Studies.  However, during the approval 
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process, some faculty members and the Provost cite employment data as a 
reason for not approving the new major.  They feel that students will not be able 
to find jobs with this type of degree.  Others attack the proposal because of 
various courses that appear to be disconnected from learning about diverse 
perspectives and cultures.  How might you negotiate this situation between the 
students and faculty and Provost to win approval of this proposal?   

 
E2. 

You are beginning a new term by teaching a revised course that now qualifies 
for the multicultural requirement at your institution.  While in your first class, you 
outline several topics and social group issues that will be covered, asking students 
to think broadly and deeply about challenging issues.  A student raises his hand 
and then remarks about the paucity of students of color enrolled in this class.  The 
student also asks about the focus on lecture and limited dialogues with other 
students presented in your syllabus.  Another student remarks indignantly that 
“You just need to go back to the jungle.” Several students then begin arguing – 
some aligned with each student speaker.  You feel as if you have lost control of 
this session.  What are your next actions? What will you say to the class and what 
actions will you take after class? 
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Multiple Dimensions of 
Diversity 

Joseph Slowensky
Marguerite Bonous-Hammarth 
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Multiple Dimensions of Diversity

Learning Outcome:

Acknowledge own limitations and 
consider multiple perspectives and 
approaches in designing solutions to 

diversity‐related challenges
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Wisdom in the Room

Wisdom is in the Room
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What 
systemic 
change do 
you hope to 

make?

What can you 
accomplish with 
few resources?

What knowledge 
do you need to 
generate to 
prepare for 
change?

What will your 
communication 
strategy be for 
change efforts?

What 
institutional 

lenses can you 
view the change 

through?

What 
community‐
specific lenses 
can you view 
the change 
through?

What challenges 
do you 

anticipate?

Who are leaders 
and respected 
advocates that 
will support?

What groups 
will you design, 
how will you 
balance them?

CONTACT 

WISDOM IS IN THE ROOM
K n o w l e d g e  G e n e r a t i n g  O r g a n i z a t i o n  D e v e l o p m e n t  I n t e r v e n t i o n s  f o r  C a m p u s  C u l t u r e  C h a n g e

Erin Pullin, Director of Diversity & Inclusion, Office of the Chancellor – pullin@chapman.edu
Joe Slowensky, Vice Chancellor for Institutional Effectiveness & Faculty Affairs – jslowens@chapman.edu  
Stephanie Takaragawa, Assistant Professor of Sociology & Anthropology – takaraga@chapman.edu 
Leon Lukić, Diversity & Inclusion Assistant, Office of the Chancellor, Junior – chanstu09@mail.chapman.edu  
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Multiple Dimensions of Diversity 

An Alternative Model for Consideration

Marguerite Bonous‐Hammarth, Ph.D.
Executive Director, Office of Inclusive Excellence

WSCUC The Diverse Campus: Intersecting Access and Equity 
across the Student Experience

February 1, 2018

Expect equity, support diversity, practice inclusion

2..

Learning Outcomes:

 To review an alternative model to adapt to institutional
change efforts for diversity

Expect equity, support diversity, practice inclusion
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Multi‐faceted Approach to Change

Expect equity, support diversity, practice inclusion

Attending to multiple influences in your change process

Source: Kezar, A. (2014). How colleges change, “A multi‐faceted framework for understanding change,” p. 44.

Multi‐faceted Approaches – Change Types & 
Related Strategies

Source: Kezar, A. (2014). Adapted from How colleges change, “Types of change,” p. 47.

Type Insights

Scientific Management levels: org level via change structures and processes
focus of change: ways to restructure, revise processes

Evolutionary levels: sector, enterprise changes via identifying stakeholders, groups for 
change
forces & sources: forces shaping change, alignment strategies

Social Cognition change content: informs re: resistance to changes outside of existing 
schemas or understandings
scope of change: 2nd order changes require changes to schemas via 
learning process, cognitive dissonance or sense making
levels: individual

Cultural change content: informs re: resistance to changes outside of existing 
values
scope of change: 2nd order changes require changes in values
levels: group
focus of change: attitudinal changes

Political change content: informs re: resistance to changes not in self‐interests
levels: group

Institutional/Neo‐
Institutional

levels: sector, enterprise 
forces & sources: identifies forces, strategic alignments; limited strategies
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Multi‐faceted Approach to Change

Expect equity, support diversity, practice inclusion

 See Kezar’s Framework and Types of Change 
Handout

 Visualizes a path to institutional scanning

 Grounded in integrated evidence

 Intuitive while building successively

 ALWAYS, ALWAYS considers results to improve!

Your Multi‐faceted Approach to Change

Expect equity, support diversity, practice inclusion

Please adapt this framework to your own institutional project as desired.

Source: Kezar, A. (2014). How colleges change, “A multi‐faceted framework for understanding change,” p. 44.

What theories of 
change inform 
your efforts? 

Why?

Approach

What 
stakeholders and 

leaders can be 
involved? How 

will your process 
support? What 

will this look like?

Agency

What 
characteristics 
from context to 

consider? 

For example: org 
development 

(scientific); resource 
dependency 

(evolutionary); 
Negotiating 

(political); sense 
making (social cog.); 

paradigm change 
(cultural);

Inst. (institutional)

Context
What is the 

change content, 
scope, levels 
affected and 

forces re: change?

Change Type
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HANDOUT: Multiple Dimensions of Diversity 

An Alternative Model: Kezar’s Change Macro Framework 

From: Kezar, A. (2014) How Colleges Change. 
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      HANDOUT: Multiple Dimensions of Diversity 

Using Kezar’s Framework: Consideration of Change Types and Insights 
Type Insights 

Scientific Management levels: org level via change structures and processes 
focus of change: ways to restructure, revise processes 

Evolutionary levels: sector, enterprise changes via identifying stakeholders, groups for change 
forces & sources: forces shaping change, alignment strategies 

Social Cognition change content: informs re: resistance to changes outside of existing schemas or 
understandings 
scope of change: 2

nd
 order changes require changes to schemas via learning process, 

cognitive dissonance or sense making 
levels: individual 

Cultural change content: informs re: resistance to changes outside of existing values 
scope of change: 2

nd
 order changes require changes in values 

levels: group 
focus of change: attitudinal changes 

Political change content: informs re: resistance to changes not in self‐interests 
levels: group 

Institutional/Neo‐Institutional levels: sector, enterprise  
forces & sources: identifies forces, strategic alignments; limited strategies 

 
Summarized from Kezar, A. (2014), How colleges change, p. 47. 146



 HANDOUT: Multiple Dimensions of Diversity 

Using Kezar’s Framework: Adapt for Your Institutional Project 

 
Adapted from Kezar, A. (2014), How colleges change, by Marguerite Bonous‐Hammarth (mbonoush@uci.edu). 

What theories of change 
inform your efforts? 

Why?

Approach

What stakeholders and 
leaders can be involved? 

How will your process 
support? What will this 

look like?

Agency
What characteristics 

from context to 
consider? 

For example: org 
development (scientific); 

resource dependency 
(evolutionary); Negotiating 

(political); sense making 
(social cog.); paradigm change 

(cultural);
Inst. (institutional)

Context
What is the change 

content, scope, levels 
affected and forces re: 

change?

Change Type
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What Are You Taking 
Forward? 

Joseph Slowensky 
Marguerite Bonous-Hammarth 
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1

What Are You Taking Forward?

Marguerite Bonous‐Hammarth, Ph.D.
Executive Director, Office of Inclusive Excellence

WSCUC The Diverse Campus: Intersecting Access and Equity 
across the Student Experience

February 1, 2018

Expect equity, support diversity, practice inclusion

2..

Learning Outcomes:

 To explore and exchange resources for effective diversity,
equity and inclusion outcomes.

Expect equity, support diversity, practice inclusion
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Expect equity, support diversity, practice inclusion

“Re‐examine cherished assumptions” 
(Kurt Lewin) 

Frozen 
state

Refreeze

Expect equity, support diversity, practice inclusion

How Are You Thinking About Your Change Model and Approaches?
What’s working now?

What needs to change further?
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ADDITIONAL 
RESOURCES 
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A Collection of Literature and Online Resources 
The Diverse Campus 
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Resources for Institutional Contexts, Strategies and Planning 

Brown University 
Pathways to Diversity and Inclusion: An Action Plan for Brown University 
http://brown.edu/web/documents/diversity/actionplan/diap-full.pdf 
  
University of Michigan Progress Report (Example of an $85 million strategic plan for diversity and 
inclusion) 
University of Michigan, Year One Report 
https://diversity.umich.edu/wpcontent/uploads/2017/11/Diversity_Equity_and_Inclusion_Year_One_Pr
ogress_Report.pdf 

Seattle University Task Force on Diversity and Inclusive Excellence, Final Report, January 2016 
https://www.seattleu.edu/media/secure/task-force-on-diversity-and-inclusive-excellence/Task-Force-
on-Diversity-and-Inclusive-Excellence-Final-Report.pdf  
  
UC Berkeley 
Strategic Plan for Equity, Inclusion, and Diversity 
https://diversity.berkeley.edu/sites/default/files/executivesummary_webversion.pdf 
 
UC Davis 
Diversity and Inclusion Strategic Vision 
https://diversity.ucdavis.edu/sites/g/files/dgvnsk731/files/inline-
files/Diversity%20and%20Inclusion%20Strategic%20Vision%20Plan%20June%2029%202017.pdf  
 
University of Maryland 
Transforming Maryland, Expectation for Excellence in Diversity & Inclusion 
https://www.provost.umd.edu/Documents/Strategic_Plan_for_Diversity.pdf  
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University of San Diego 
Strategic Plan for Diversity & Inclusive Excellence 
https://www.sandiego.edu/inclusion/documents/2020%20Strategic%20Plan%20for%20Diversity%20An
d%20Inclusive%20Excellence.pdf 
  
University of Texas at Austin 
Diversity and Inclusion Action Plan 
http://diversity.utexas.edu/diversity-and-inclusion-action-plan/  
 
University of Washington 
Diversity Blue Print 
https://www.washington.edu/diversity/files/2017/01/17_DiversityBlueprint-010917.pdf  
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TASK FORCE & ADVISORY GROUP DIALOGUE GUIDE 

The Chapman Diversity Project endeavors to bring students, staff, faculty, administrators and trustees together for 
meaningful dialogue focused on developing strategic priorities and recommendations for diversity and inclusion at 
Chapman. Groups will be guided by best practices and current research while connecting efforts with Chapman structures, 
staffing and resources. Dialogues should balance the voices of all participants in the room as all members of the Chapman 
community are valuable stakeholders in this project.  

All members of Task Forces and Advisory Groups will be guided by the following foundations of respectful dialogue: 

• Assume positive intent of all members present

• Speak with brevity, speak with intention

• Demonstrate active listening, be present

• Please do not speak over or interrupt fellow members

• Acknowledge everyone brings different experiences, perspectives and backgrounds

• Multiple realities and experiences exist and are valid

• Stay curious, ask questions to challenge making assumptions

• Sometimes dialogue will be messy, work through discomfort with respect

• Maintain confidentiality of dialogues in each group

Recommendations for Facilitators: 

 Facilitators guide and focus the direction of the communication process toward the specific objectives of the
discussion. They keep the group moving toward its goal.

 Facilitators help members to understand each other by paraphrasing or redirecting questions.

 Facilitators create an atmosphere in which members feel understood and safe to communicate freely. Members
need to be heard and need to feel that their message is perceived and understood.

 Facilitators develop skills in the timing of questions and in providing transitional sequence of questions during the
facilitation while reminding group of foundations for respectful dialogue.

 Facilitators may want to accurately record what is said, perhaps on a flip chart large enough for participants to
see, using volunteers from the group to scribe and record. Seeing is another way of learning.

 Facilitators help the group maintain respect and collegiality.

Expectations for Group Meetings: 

• Please utilize 2015-2016 meetings to continue to identify pressing issues, evidence of the issues presented, best
practices and research focused on how to address these issues as identified in Spring 2015 reports for each group.
Co-chairs can share where to find reports and supporting documents on Sharepoint. From the issues the group
identified, each group has formulated some short term and longer term strategic recommendations for Chapman.
Recommendations should continue to keep resources, staffing, structure, timeline, feasibility and how to measure
success in mind as the group begins to implement or strategize how to implement supported recommendations.

• Utilize the recommendations, reports, and feedback gained from report presentations given by Co-chairs to the
CDRC to guide action steps for your group in 2015-2016. You may create subcommittees, seek meetings with
stakeholders, hold forums, delegate responsibilities internally or find other ways to start to take action within your
groups. Please keep open communication with the Office of the Chancellor and Diversity and Inclusion about
how we can support you in your endeavors.
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Dear Chapman Diversity Project Member, 

Welcome to the fourth year of the Chapman Diversity Project! We look forward to having you 

as a member this year. Over the past three years, members of the Chapman Diversity Project 

have been able to create significant change at Chapman around diversity and inclusion and your 

hard work and commitment to this volunteer driven initiative is greatly appreciated. Your 

participation, support, and leadership are invaluable to making the Chapman Diversity Project a 

success. We are very excited to work with you as we continue to implement the Strategic Plan 

for Diversity & Inclusion. 

In this packet, you will find: 

 Explanation of the Chapman Diversity Project—Page 2

 Chapman Diversity Project Organization Chart—Page 3

 Contact Information for Co-Chairs—Pages 4-5

 Dialogue Guidelines for All Chapman Diversity Project Members—Page 6

 Information about The Office of Diversity & Inclusion in the Office of the Provost—Page 7

 Accessing Reports From Advisory Groups & Task Forces—Page 8

 Important Methods for Communicating With Your Advisory Group/Task Force—Page 8

 Website/Internal Blog Resource List—Pages 9-12

 Changes & Progress Related to Diversity & Inclusion at Chapman from Spring 2015-

Present—Pages 12-15

Please review this information as we begin another year of the Chapman Diversity Project. If 

you have any questions, feel free to contact us. 

With gratitude and excitement for a new year, 

Joe Slowensky 
Vice Provost of Institutional Effectiveness, 
Faculty Affairs, and WASC ALO 
Professor, Dodge College of Film and Media Arts 
jslowens@chapman.edu 
(714) 744-7882

Erin McGinnis Pullin  
Director  
Office of Diversity & Inclusion 
Office of the Provost 
Memorial Hall 212 J  
pullin@chapman.edu 
(714) 628-2821
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Chapman Diversity Project 

The Chapman Diversity Project endeavors to bring students, staff, faculty, administrators, and 

trustees together for meaningful dialogue focused on developing strategic priorities and 

recommendations for diversity and inclusion at Chapman. This initiative began in Fall of 2014 

and is sponsored by the Office of the Provost.  

The Chapman Diversity Project is comprised of Eight Advisory Groups, on the Status of: 

 Disabilities & Accessibility

 Faith, Spirituality, & Secularism

 International Communities

 Lesbian, Gay, Bisexual, Transgender & Queer Communities

 Military Affiliates

 People of Color

 Socio-economic Stratification

 Women

It also consists of five task forces which focus on: 

 Communications & Perceptions

 Community

 Curriculum

 Demographics

 Physical Space

All thirteen groups focus on advocacy, institutional change, dialogue, and community building 

around diversity and inclusion. The groups are encouraged to seek out collaborations with each 

other, rather than programming.  

Members of the Chapman Diversity Response Committee are guided by best practices and 

current research while connecting efforts with Chapman structures, staffing and resources. We 

are excited to have you be a part of this project to create change around diversity and inclusion 

at Chapman.  

Please explore the Chapman Diversity Project internal blog at blogs.chapman.edu/cdp for 

updates from all groups. You can also join our Facebook group at: 

https://www.facebook.com/groups/345584495565154/  
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Chapman Diversity Project Advisory Group & Task Force Information 

 
Advisory Group on the Status of Disabilities & Accessibility  
Art Blaser | Faculty Co-Chair | blaser@chapman.edu  
Chelsea Dempsey | Staff Co-Chair | dempsey@chapman.edu  
Einat Ben Dov | Student Co-Chair | bendo101@mail.chapman.edu  
 
Advisory Group on the Status of Faith, Spirituality, & Secularism  
Diane Eisenberg | Staff Co-Chair | deisen@chapman.edu  
Dustin Smetona | Staff Co-Chair | smetona@chapman.edu  
 
Advisory Group on the Status of International Communities  
Carolyn Nih | Staff Co-Chair | yeung@chapman.edu  
Robyne Kelly | Staff Co-Chair | rokelly@chapman.edu  
 
Advisory Group on the Status of Lesbian, Gay, Bisexual, Transgender & Queer Communities  
Aaron Chen | Student Co-Chair | chen403@mail.chapman.edu 
Ian Barnard | Faculty Co-Chair | barnard@chapman.edu  
Nancy Brink | Staff Co-Chair | brink@chapman.edu  
 
Advisory Group on the Status of Military Affiliates  
Andy Sison | Staff Co-Chair | sison@chapman.edu  
Lara McKinley | Alum Co-Chair | mckin117@mail.chapman.edu  
Ryan King | Student Co-Chair | king252@mail.chapman.edu  
Kyndra Rotunda | Faculty Co-Chair | krotunda@chapman.edu  
 
Advisory Group on the Status of People of Color  
Carlos Lopez | Staff Co-Chair | carlopez@chapman.edu  
 
Advisory Group on the Status of Socio-economic Stratification  
Crystal De La Riva | Staff Co-Chair | delariva@chapman.edu  
Jennifer Ascencio | Student Co-Chair | ascen104@mail.chapman.edu 
  
Advisory Group on the Status of Women  
Alisa Driscoll | Staff Chair | driscoll@chapman.edu  

Denise Johnson | Faculty Chair | denjohns@chapman.edu  
Kristin Beavers | Staff Co-Chair | kbeavers@chapman.edu 
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Communications & Perceptions Task Force  
Hallie Nicholson | Staff Co-Chair | nicholso@chapman.edu  
Jason Keller | Faculty Co-Chair | jkeller@chapman.edu  
 
Community Task Force  
Heidi Swanson | Staff Co-Chair | hswanson@chapman.edu 
Joe Slowensky | Faculty Co-Chair | jslowens@chapman.edu  
Otniel Pavia | Staff & Alum Co-Chair | pavia@chapman.edu 
 
Curriculum Task Force  
Joe Koluder | Staff Co-Chair | koluder@chapman.edu  
Kyler Asato | Student Co-Chair | asato105@mail.chapman.edu  
Stephanie Takaragawa | Faculty Co-Chair | takaraga@chapman.edu  
 
Physical Space Task Force 
Not meeting during fall of 2017.  
Erin Pullin | Staff Chair | pullin@chapman.edu 

Demographics Task Force  
Not meeting during the 2017-2018 academic year.  
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Task Force and Advisory Group Dialogue Guide 

The Chapman Diversity Project endeavors to bring students, staff, faculty, administrators, and 

trustees together for meaningful dialogue focused on developing strategic priorities and 

recommendations for diversity and inclusion at Chapman. Groups will be guided by best 

practices and current research while connecting efforts with Chapman structures, staffing and 

resources. Dialogues should balance the voices of all participants in the room as all members of 

the Chapman community are valuable stakeholders in this project.  

All members of Task Forces and Advisory Groups will be guided by the following foundations of 

respectful dialogue:  

 Assume positive intent of all members present  

 Speak with brevity, speak with intention  

 Demonstrate active listening, be present  

 Please do not speak over or interrupt fellow members  

 Acknowledge everyone brings different experiences, perspectives and backgrounds  

 Multiple realities and experiences exist and are valid  

 Stay curious, ask questions to challenge making assumptions  

 Sometimes dialogue will be messy, work through discomfort with respect  

 Maintain confidentiality of dialogues in each group  

Recommendations for Facilitators:  

 Facilitators guide and focus the direction of the communication process toward the 

specific objectives of the discussion. They keep the group moving toward its goal.  

 Facilitators help members to understand each other by paraphrasing or redirecting 

questions.  

 Facilitators create an atmosphere in which members feel understood and safe to 

communicate freely. Members need to be heard and need to feel that their message is 

perceived and understood.  

 Facilitators develop skills in the timing of questions and in providing transitional 

sequence of questions during the facilitation while reminding group of foundations for 

respectful dialogue.  

 Facilitators may want to accurately record what is said, perhaps on a flip chart large 

enough for participants to see, using volunteers from the group to scribe and record. 

Seeing is another way of learning.  

 Facilitators help the group maintain respect and collegiality. 

 Facilitators help manage time and stay mindful of everyone contributing to the group. 
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The Office of Diversity & Inclusion in the Office of the Provost 

The Chapman Diversity Project is housed in the Office of Diversity & Inclusion within the Office 

of the Provost. 

Joe Slowensky 
Vice Provost for Institutional Effectiveness, Faculty Affairs, and WASC ALO 
Professor, Dodge College of Film and Media Arts 
jslowens@chapman.edu 

Erin Pullin 

Director of the Office of Diversity & Inclusion, Office of the Provost 

pullin@chapman.edu 

Chris Roach 

Administrative Assistant to the Vice Provost for Institutional Effectiveness, Faculty Affairs, and 
WASC ALO, Office of the Provost 
croach@chapman.edu 
 
The Office of Diversity & Inclusion within the Office of the Provost assists the groups in a variety 

of different ways. We provide support for scheduling meetings, booking rooms, sending 

calendar invites, keeping updated email and membership lists, connecting people with 

resources, website updates, scheduling co-chair luncheons, organizing a Chapman Diversity 

Project get together each semester, and providing new members with the information they 

need to get started in a group.  

Note: Whenever you encounter challenges in pursuing advocacy, questions arise about who to 

contact, or one-on-one support is needed, reach out to Erin Pullin at pullin@chapman.edu for 

support. 
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Accessing Reports from Advisory Groups and Task Forces 

Reports from the 2015 academic year created by all of the Chapman Diversity Project Advisory 

Groups and Task Forces can be found on SharePoint. To access SharePoint go to: 

https://mywindow.chapman.edu/teams/cuchancellor/DiversityProject/default.aspx and log in with 

your Chapman credentials. On the left hand navigation, select General Library and then select 

Advisory Groups and Task Forces Reports. Diversity & Inclusion will send you an email with this link 

at the beginning of every semester.  

Sharing Information 

Sharing Information with Your Group 

The best way to share information with your group is through personal communications or email. If 

you want to update information on an outlook invite, contact Chris Roach at croach@chapman.edu. 

You can also post sensitive information in your Advisory Group/Task Force Library folder in 

SharePoint which can be accessed here: 

https://mywindow.chapman.edu/teams/cuchancellor/DiversityProject. Your Advisory Group/Task 

Force folder is the central repository of the history of your work. Please keep your SharePoint folder 

up-to-date with anything you are working on so that future co-chairs can access the information. If 

you have difficulty accessing SharePoint, email Erin Pullin at pullin@chapman.edu 

Sharing Information with All of the Chapman Diversity Project 

Sensitive information intended to be accessible to all of the Chapman Diversity Project can be 

uploaded to the General Library on SharePoint. General announcements and updates, as well as 

opportunities for collaboration that are not confidential or sensitive, can be posted on the Chapman 

Diversity Project internal blog at blogs.chapman.edu/cdp or the CDP Facebook Page. More 

information about the internal blog can be found on Page 13 of this packet. Blog posts can include 

articles, announcements, progress your group is making, opportunities for collaboration, and 

monthly updates to be shared in the monthly newsletter, or upcoming events.  

Sharing Information with the Chapman Community 

If you have information you would like added to any part of the chapman.edu/diversity website, 

contact Erin Pullin. Examples included events, news articles, and resources.  

Public forms can be made on the Chapman Diversity Project OrgSync by contacting Erin Pullin. 

Forms can be used for registrations, evaluations, or interest sign-up sheets. 
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Website/Internal Blog Resource List 

Chapman Diversity & Inclusion Website - chapman.edu/diversity 

Chapman Diversity & Inclusion Website - March 2012-August 2015 

Consisted of one page with a diversity statement and diversity plan developed by the Faculty 

Diversity & Inclusion Committee, a description of the committee and stock photo of students. 

 

Chapman Diversity & Inclusion Website – Present 

Landing Page provides left hand navigational links to several new web pages, a bright box linking 

directly to information about reporting an incident and links to sign up for email newsletters in 

addition to the core drop down tabs that link to lists of relevant resources and information under 

each of the following headings: 

 Campus Resources 

 Academics 

 Education, Training and Mentorship 

 Initiatives 

 For Students 

 For Faculty and Staff 

 Local Community Partnerships 

 

Resources 

Academic Programs, Resources and Courses – Diversity related majors, minors, masters, Ph.D. 

emphases, general education inter/multidisciplinary cluster, academic resources, and a handout 

titled Required Course Materials: Considering Socio-economic Stratification. 

Advocates for Students - Page of self-identified staff, faculty and administrator advocates for 

students who commit to being an open door and advocate for students from underrepresented 

communities, and to participate in professional development workshop to be offered in fall; 

advocates are listed for these categories: 

 First Generation Students 

 International Students 

 LGBTQIA+ Students 

 Non-Traditional Students 

 Students of Color 

 Students with Disabilities 

 Students Facing Financial Challenges 

 Students Who Are Undocumented 

 Students Who Are Veterans, ROTC, Army Reserve Members 

 Students Who Identify As Women 

Clubs and Organizations - Lists active diversity and cultural and religious and spiritual clubs and organizations with 

descriptions and links to OrgSync pages. 
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Resource Pages – A series of pages that list identity specific resources for students. These pages include Queer 

Pages, Resources for Students Facing Financial Challenges, Resources for Students of Color, Resources for Veterans, 

ROTC, Reserves or Military Connected Members, Resources for Students Who Are Undocumented, Resources for 

Students with Disabilities, and Mental Health resources.  

 

Who We Are 

Student & Alumni Stories - Brief narratives from students related to diversity and inclusion at Chapman. They 

include stories of positive classroom experiences as well as co-curricular events, involvement and programs. 

Faculty Perspectives - Highlight the reasons why faculty think diversity and inclusion is important in their work and 

how they infuse it into their curriculum. 

Staff Perspectives - Discuss why they view diversity and inclusion as important to the work they do for students. 

Diversity Myths- Created by the Communications & Perceptions Task Force, this page address common myths 

about Chapman and diversity and inclusion.  

Want to share your story on this page? Tell us about your experiences with diversity and inclusion at Chapman by 

filing out one of the following forms on OrgSync:  

Student & Alumni Stories https://orgsync.com/109109/forms/151089; 

Staff Perspectives https://orgsync.com/109109/forms/212676 

Faculty Perspectives https://orgsync.com/109109/forms/212678 

 

Strategic Initiatives  

The Chapman Diversity Project - Description of CDP and the goals and break down of the Advisory Groups and Task 

Forces. This page also includes a link to an interest form for people who want to get involved. 

Latino Staff & Faculty Forum – Description of the Chapman Latino Staff & Faculty form, contact information, 

mission statement, and upcoming events and meetings.  

LGBTQIA+ Staff & Faculty Forum – Description of the Chapman LGBTQIA+ Staff & Faculty Forum and contact 

information. 

Governance - Information about the SGA Diversity Affairs Committee and Graduate Student Council. 

Syllabi Statements - Required statements in all course syllabi related to diversity and inclusion including Chapman 

University’s Students with Disabilities Policy and Equity and Diversity Statement. Also includes new optional 

statements on mental health. 

Diversity Infusion Project – Description of the history of the Diveristy Infusion Project, a list of faculty participants, 

and goals for 2016-17. 

Chapman University Statement on Diversity & Inclusion– Updated statement on Diversity & Inclusion at Chapman 

University. 

Faculty & Staff Safe Space Workshops – Includes description of the workshop, dates and times, and registrations.  

Strategic Plan – The plan can be downloaded as a pdf on this page.   

 

News and Events 

Diversity and Inclusion News – Updated with any relevant news around diversity and inclusion at Chapman.  

Diversity and Inclusion Events - Descriptions, date, time and location of events. Please send us more events! 
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Diversity and Inclusion Conferences - Lists conferences related to diversity and inclusion for students, staff and 

faculty, as well as information about SGA Conference Funding for students. Please send us more listings! 

 

Report an Incident 

 Equal Opportunity and Diversity Officer and Filing a Complaint 

 Cross-Cultural Education and Resource Team (CERT) and Incident Notification Form 

 Student Concern Intervention Team (SCIT) 

 Emergency Contact Information 

 

Other Online Resources 

 Gender Neutral Bathrooms added to the Campus Interactive Map to replace outdated pdf map 

 Accessible entrances to all buildings added to the Campus Interactive Map with descriptions and locations 

 Lactation stations, lockers, microwaves, and bike racks are available under campus amenities on the 

campus map. 

 Suggestions for faculty assisting students with financial needs from the Faculty Diversity & Inclusion 

Committee 

 

Regarding Chapman Diversity Project Recommendations 

Enhancing the website, communications and marketing in regard to diversity and inclusion was identified as a 

priority in the reports from the following ten of thirteen Chapman Diversity Project groups: 

 Advisory Group on the Status of Disabilities & 

Accessibility 

 Advisory Group on the Status of Faith, 

Spirituality & Secularism 

 Advisory Group on the Status of International 

Communities 

 Advisory Group on the Status of LGBTQ 

Communities 

 Advisory Group on the Status of Socio-

Economic Stratification 

 Advisory Group on the Status of Military 

Affiliates 

 Advisory Group on the Status of Women 

 Demographics Task Force 

 Perceptions Task Force 

 Physical Space Task force 

 

Some of the specific recommendations we have endeavored to address include: 

 Increase centralization of resources and the ease of identifying relevant resources. 

 Better communication about what is happening and campus efforts around diversity and inclusion. 

 Links to staff, offices and areas directly responsible for diversity and inclusion work. 

 Lists of specific individuals who agree to support and advocate for students from underrepresented 

communities. 

 Enhancing the campus map both in terms of gender neutral bathrooms and clear points of access. 

 

Feedback, additional resources, ideas and recommendations are welcome! Please contact Erin Pullin 

pullin@chapman.edu. 

 

180

file://///filer/Provost/Data/Diversity%20and%20Inclusion%20–%20Students/CDP%20Documents/Packet%20Materials/pullin@chapman.edu%20


 

12 
 

 
 

Changes and Progress at Chapman University Related to Diversity & Inclusion 

Curriculum 

 Diversity and Inclusion Education Curricular Innovation Awards have been established to encourage 
faculty to infuse diversity and inclusion into current courses, develop new courses, and establish 
creative new approaches to diversity infusion in the curriculum. 

 HUM 205: Intro to LGBTQ Studies was offered in spring 2015 and will be offered more regularly in 
order to strengthen the LGBTQ Studies Minor. 

 Academic Committee of the Board of Trustees now includes diversity as a permanent, standing agenda 
item for all of its meetings. 

 Faculty groups have been meeting in a cross-college effort as part of the Diversity Infusion Project to 
enhance their curriculum in areas of diversity and inclusion since 2015. 

 Latinx and Latin American Studies minor has been established to start in the 2017-2018 academic year. 

Recruitment 

 Office of Admission attended the first annual Campus Pride College Fair in October 2015. 

 Office of Admission added a question related to diversity and inclusion to the student application 

process. 

 Office of Admission held the first Diversity Breakfast for prospective students and their families at 

Preview Day in spring 2016. 

 Establishment of the Don Will Memorial Scholarship fund for students from the Democratic Republic of 

the Congo. 

 An on-going partnership with an external consultant will train a pool of faculty members to lead 

dialogues with their peers about diversifying faculty searches. 

 Created a new scholarship program matching grants made by community-based organizations to 

incoming students for up to $5,000. 

 Office of Admission infused diversity and inclusion resources into their tour guide manual and added 

information about the Office of Diversity & Inclusion, the Chapman Diversity Project, and the Strategic 

Plan for Diversity & Inclusion.  

  

Climate 

 A free laptop borrowing program was established in the Student Union in spring of 2016. 

 A lactation room for nursing parents was established in Wilkinson Hall on the Orange Campus. 

 A new diversity website was established, expanded, and is now continually updated at 

www.chapman.edu/diversity. 

 Cross-Cultural Engagement and First-Generation Services worked collaboratively with student clubs 

and campus leaders to plan and hold six cultural graduation celebrations in spring 2016 including First-
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Generation Graduation Celebration, Latinx Graduation, Asian Pacific Islander Graduation, Lavender 

Graduation, Students with Disabilities Graduation, and Black Graduation.  

 Campus Initiatives Education Resource Team (CERT) collaborated with the Office of Church Relations 

and additional campus partners to train 18 staff members and one student to become Stop the Hate 

trainers, offering workshops by request focused on building awareness about how to diminish and 

properly report bias incidents and hate crimes with the goal of a safer and more inclusive campus 

community. 

 First Year Programs in Student Affairs established affinity group socials for the first time in fall 2015 

that included commuter students, LGBTQIA+ students, students of color, women, students looking for 

financial resources, students exploring spirituality, and international students. 

 IDEALS, a longitudinal study on student perspectives and beliefs related to faith, spirituality, and 

secularism, was initiated by the Fish Interfaith Center and Institutional Research Office, using the first 

year class in fall 2015 as the first surveyed cohort. 

 International Student Pre-Orientation began in fall 2016. 

 International students can practice English from 4-5pm every Wednesday at Starbucks in Beckman Hall 

by appointment. Students who are not international students are also welcome. 

 Leatherby Libraries added two additional printers for accessible and free printing available to all 

students. Increasing campus resources such as printers is particularly supportive of students who may 

be struggling financially. 

 Locations, photos and descriptions of accessible entrances, lifts, and elevators have been added to the 

interactive campus map. 

 Locations, photos, and descriptions of gender inclusive bathrooms have been added to the interactive 

campus map. 

 Maria Contreras (formerly in the Office of Admission) and Rueben Martinez (Presidential Fellow) 

started the Chapman Latinx Staff & Faculty Forum with support from the Office of the Provost. 

 Plans to renovate Roosevelt, Reeves, and Smith Halls for greater ADA accessibility and earthquake 

safety have begun. 

 Safe Space Faculty & Staff Workshops have expanded to be offered once a month during the academic 

year. 

 Student Affairs have continued the “I Am Chapman” campaign. 

 Student Psychological Counseling Services added on campus psychiatric services for two days per 

week. 

 Student Psychological Counseling Services in Student Affairs has offered a new counseling group for 

students called Post Study Abroad: Reverse Culture Shock Group. 

 Advisory Group on the Status of International Communities has worked with Off-Campus Housing to 

develop a letter sent to international graduate students at the time of their admittance and deposit to 

Chapman explaining housing options to better support this community. 
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 Advisory Group on the Status of LGBTQ+ Communities has worked collaboratively with Cross-Cultural 

Engagement and Diversity & Inclusion to update student, staff, and faculty Chapman Safe Space 

workshops. 

 Student Satisfaction Survey now includes the option of non-binary identity for the question of gender. 

 Student Union has adjusted table heights to be sure they are ADA accessible. 

 Three million dollar gif to Chapman University went toward establishing the Thompson Policy Institute 

on Disability and Autism. 

 Twelve new automatic external defibrillators and one evacuation chair were installed across campus. 

 Weekly emails focused on diversity and inclusion have started to go out to all students, staff, and 

faculty at Chapman. 

 A floating holiday for Chapman employees has been established to provide flexibility for employee 

holiday observances. 

 Human Resources established three online diversity and inclusion related training modules for all 

employees including e Power of Respectful Language, Uncovering Implicit Bias, and Transition to 

Respect. 

 Chapman Athletics has begun to provide speakers for its NCAA Educational Programming series around 

diversity and inclusion which have around 300 student athletes in attendance. 

 Campus Education and Resource Team (CERT) created a central location online for several policies that 

benefit a wide range of students, including trans* or gender nonconforming students, available here: 

http://www.chapman.edu/students/health-and-safety/title-ix/gender-inclusive-policies.aspx 

 Residence Life and First Year Experience will now offer the option to live with a person of another 

gender on the first-year housing application. 

 An Annual Cognitive Diversity Summit will be held by the Cognitive Diversity Project. 

 

Community 

 Faculty Forum was held in spring of 2016 focused on increasing community partnerships and pathways 

in meaningful and sustainable ways. 

 Jack Raubolt, Vice President of Community Relations was hired and he established Neighbors of 

Chapman website, Neighbor-to- Neighbor newsletters and the Neighborhood Advisory Committee. 

 Several new community partnerships with Santa Ana Unified School District and community-based 

organizations have been established to increase pathways for underrepresented students to access a 

Chapman education. 

 New partnerships with Sikhlens and community partners have developed the Fish Interfaith Center 

Sikh Interfaith Partnership to fund student travel to learn about diversity in relation to various religions 

and interfaith cooperation. 

Institutional Priority 

 Director of the Office of Diversity & Inclusion position established within the Office of the Provost. 

 Diversity & Inclusion Student Assistant position established within the Office of Diversity & Inclusion.  
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 Established a new statement on diversity and inclusion more closely aligned with university policies 

and values in spring 2016. 

 Board of Trustees and Board of Governors have been reflexively looking at diversity and considering 

ways that they might augment the diversity of the board and donor pool. 

 Board of Trustees was given survey questions to ascertain perspectives and priorities in relation to 

diversity and inclusion at Chapman for the first time. 

 Chapman Diversity Project started to meet in spring 2015 and now encompasses five task forces, eight 

advisory groups on the status of specific constituencies, a steering committee called the Chapman 

Diversity Response Committee and over 250 volunteer students, staff, faculty, administrators, trustees, 

and alumni who meet regularly to advocate for proactive institutional change. 

 Chapman University is now an institutional member of the American Association of Hispanics in Higher 

Education (AAHHE). 

 Diversity Initiatives has been added as an official item on the ballot for “I’m In” Faculty & Staff Giving 

rather than a write-in option under “other.” 

 Human Resources now includes a question on diversity engagement in the Self-Appraisal Form. 

 Human Resources incorporated information on the importance of diversity to the overall performance 

in both management and staff Performance Appraisal trainings. 

 Board of Trustees’ Audit Committee receives a report of all Title IX cases. 
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Community of Practice for 
Advancing Learning Outcomes Visibility 

In spring 2017, with funding from Lumina Foundation, WSCUC launched the first cohort of the Community of 
Practice for Advancing Learning Outcomes Visibility. This initiative provides guidance and consulting for 
projects related to assessing student learning and the visibility of that learning. WSCUC is supporting 
participants as they implement their own projects, which will contribute to the development of a collection of 
good practices, resources, and guides to share both regionally and nationally. 

Participants in the Community of Practice are engaging in student learning assessment and visibility projects 
that are informed by national and regional thought leadership, knowledge generation, capacity building, 
and resource sharing within the Community of Practice, with the intention of broad-based engagement 
across the region over time. Expert consultant are guiding projects and highlighting best practices, and 
participants are building networks to support projects and share ideas and information. 

Community of Practice outcomes include: 

• Improved Learning Outcomes Visibility: to support WSCUC institutions in making good evidence of
student learning more visible and accessible to a general public and various stakeholders.

• Learning Outcomes Capacity Building: to further develop WSCUC’s regional capacity and national
leadership in providing evidence of student learning as one crucial component of student achievement.
The key focus is on using learning outcomes assessment results to support authentic student learning
and/or institutional improvement.

• Quality Assurance / Accreditation Resource Development, Curation, and Dissemination: to develop a
curated collection of accreditation process resources, including exemplars and learning guides for the
WSCUC region – and nationally – around aligning and assessing student learning outcomes per the
Standards or Accreditation, the visibility of evidence, and using evidence for improvement.

Visit the Community of Practice on WSCUC’s website to 
learn about current projects and mentors: 
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An Opportunity for Your Institution to Develop Assessment Expertise and Leadership 
March 2018 - January 2019 

Applications will be accepted November 15, 2017 - February 15, 2018 

Purpose of the Academy 
The WSCUC Assessment Leadership Academy (ALA) prepares postsecondary professionals to provide leadership in 
a wide range of activities related to the assessment of student learning, from facilitating workshops and supporting 
the scholarship of assessment to assisting administrative leadership in planning, budgeting, and decision-making 
related to educational effectiveness. ALA graduates have also provided consultation to the WSCUC region and 
served on WSCUC committees and evaluation teams; some have moved on to new positions with greater 
responsibilities. The Academy curriculum includes both structured and institutionally-tailored learning activities 
that address the full spectrum of assessment issues, and places those issues in the national context of higher 
education policy on educational quality, accreditation, and accountability. 

Who Should Participate in the Academy? 
Higher education faculty, staff, and administrators who are committed to: 

• Developing assessment expertise;
• Serving in an on-going assessment leadership role at their institution;
• Devoting significant time to complete ALA reading and homework assignments.

Assessment Leadership Academy Faculty  
ALA participants will interact with and learn from nationally-recognized higher education leaders. Faculty lead 
interactive class sessions and are available to participants for one-on-one consultations. 

Faculty Facilitators of the ALA: 
• Amy Driscoll, Former Director of Teaching, Learning, and Assessment, CSU Monterey Bay
• Carole Huston, Associate Provost, University of San Diego (ALA Alum)

Guest Faculty Include: 
• Peter Ewell, President Emeritus, National Center for Higher Education Management Systems
• Adrianna Kezar, Associate Professor for Higher Education, University of Southern California
• Jillian Kinzie, Associate Director, Center for Postsecondary Research & NSSE Institute
• Kathleen Yancey, Kellogg W. Hunt Professor of English, Florida State University
• Laurie Dodge, Vice Chancellor of Institutional Assessment and Planning, Brandman University (ALA

Alum)
• Kevin Grant, Assistant Dean of Student Development, Biola University (ALA Alum)
• Susan Platt, Executive Director of Assessment Emerita, CSU Long Beach (ALA Alum)
• And others!

Learning Goals 
Participants who complete Academy requirements will acquire foundational knowledge of the history, theory, and 
concepts of assessment; they will also develop expertise in training and consultation, institutional leadership for 
assessment, and the scholarship of assessment.

Application Deadline and More Information 
Applications for the 2018-19 cohort will be accepted from November 15, 2017 until February 15, 2018. 

For more information and application materials, please see Assessment Leadership Academy on the WSCUC 
website http://www.wascsenior.org/ala/overview   
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