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CAMPUSMISSION AND VISION

Indiana University Southeast (1US) is the regiarehpus of Indiana University that serves Southern
Indiana and the Greater Louisville metropolitarears a public comprehensive university, its missgto
provide high-quality educational programs and sswithat promote student learning and prepare rstsi &
productive citizenship in a diverse society, anddotribute to the intellectual, cultural, and eaarnc
development of the region. Its academic prograrmisiite a comprehensive array of baccalaureate degaee
limited number of associate degrees, and a selseteaf master’s programs. The campus is committed
offering educational programs and services whidmmate and support diversity in all its aspects.

IU Southeast’s vision to be an outstanding, topraegional university is based on its core values,
including a nurturing environment that fosters angacampus community which honors diversity, inaton,
teamwork, mutual respect, and fair play. Its loagyt vision for diversity is to be an inclusive aglitable
campus with innovative and exemplary efforts anddoome a model for the support of diversity intGetn
Indiana. By working together to create and sustatnlture of inclusion and dignity for all and respfor
difference, the campus will gain an edge in edocati and research opportunities for all faculty atadf and
in preparing students for living and working iniaareasingly diverse and global society.

PURPOSE AND SCOPE OF DIVERSITY PLANNING

The purpose of developing campus diversity plansdiina University is to develop ambitious,
institutionally integrated, campus-specific appteeetoward advancing the broad context of dive(sége,
ethnicity, gender, age, geography, social cla$igjoa, sexual orientation, disability), equity,dn
multiculturalism, and to increase the presencendkeurepresented minorities in the enrollments uwdeits,
recruitment of faculty and professional staff, amidlzation of minority and women-owned businesses.

IU Southeast is committed to the intellectual ancia growth of students, to the cultural and ecoito
well-being of Southern Indiana and the greater walle metropolitan region, and to the advancenoént
knowledge in the context of a global society. Grepha diverse campus in population, programming, an
environment is essential to fulfilling its academicssion. The campus’s Strategic Plan articulatgdreeral
goal for enhanced diversity, that is, IUS will stgghen and improve diversity in its programminginy,
student recruitment, business practices, and aitréacluded in the definition of diversity are caeteristics
including age, color, disability, ethnicity, genderarital status, national origin, race, religisaxual
orientation, veteran status, and socio-economtasta

Access to Higher Educationdiana’s Blueprint for Policy and Planning Developnt in Higher
Educationnotes that "higher education is a key componeatdiverse, strong and growing economy for
Indiana." It further states that those with bachsldegrees will not only acquire nearly twice ttietime
earnings of high school graduates but that theg termore fully contribute to their communities ot
financially and through involvement as citizensthdlugh Southern Indiana has a relatively small miiyo
population, it remains significantly underservegerethough it is growing quickly, primarily throudispanic
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immigration to the area. In addition, the urbanyapon in Metro Louisville and surrounding coustieas
significant minority, immigrant, and adult poputats that would benefit from increased access tege! IUS
also has a large enrollment imbalance in gendeausecof fewer male studeritShe entire community would
benefit from rising college enrollment and gradoiatiates for these citizens, and the campus has sade
improvement in minority student enrollment.

Preparation to Enter the Workforo®pproximately 90% of IUS’s students remain in thgion and
engage in professional activity in an area thahsparal, suburban, and urban environments whiclide
populations with a breadth of economic, socialpithracial, and religious backgrounds. Those @mgdnealth
professions, business, industry, criminal justegkjcation, the arts, or other sectors of the wodkfin the
region, as well as students moving elsewhere tug g graduate school, will undoubtedly work wittdaerve
a diversity of clientele. Current census informatestimates that by 2050 approximately 47% of tienal
population will be minorities, and many of thosenonities are choosing to live in rural as well aisan
communities: Awareness of varying cultural perspectives anduage is vital to professional success and
communal well-being, as is the ability to commutecand work effectively with persons of diverse,age
ethnicity, disabilities, religion, gender, sexudkatation and socio-economic status. An undergatau
education should not only prepare students fosgieeific skills of their disciplines but should@lselp
develop them as successful practitioners in theld$ when confronted with an ever-changing andeiasingly
diverse world.

Education in the Context of a Global Socidtyterdependence in the global village is a rgaModern
technology has ensured that each person is affegtedents around the world, whether through peitesl
activities or as individuals dependent politicalyd financially on world events. Higher educati@eds to
provide students with a foundation for understagdither societies and appreciating both the siitidarand
differences in world-view of diverse communitiesidlicit in this task is providing a learning enviraent that
gives campus community members an opportunityteract with students, faculty, staff, and admiaitirs of
diverse ethnicity, faith, age, gender, socio-ecaoa@tatus, race, and sexual orientation. Such éxpes will
enhance the knowledge acquired by working togethdy especially in the case of students, will paevi
mentors and role models in various professionsrttiabr a diverse population. Academic programnshguld
include opportunities for broader and greater iptdénowledge of, and experiences with, diverséeties, in
order to create a learning environment that prepsttedents for the world at large.

IUS’s long-range goal is to become a model forsitygport of diversity in Southern Indiana; however,
the campus recognizes that achieving this goalredjuire a long-term plan extending beyond itg fike-year
strategic plan. Improved diversity and equity &t timiversity require: a) a commitment from all its
constituencies, b) curricular and co-curriculagament with these principles, c) a pluralistic arelcoming
campus climate, and d) a consistent and steadst &ffensure increased diversity of students, tgcstaff, and
administrators.

Consequently, the following goals, objectives, antlon strategies are geared towards establishing a
foundation for continued improvement in diversitydaequity that will be based on and extend beybed t
campus’s 2005-2009 Strategic Plan. In order taubeessful, IUS’s diversity efforts will need to émbraced
by the campus at large, energized by the leaderahgpsystematically evaluated. Like the Strat@igmn itself,
diversity planning will be an ongoing process amd will be a working document to be refined andated as

1 |US Fall 2007 enrollment was made up by 61.5% of femaldesits and 38.5% male students.
2 Minority Business Development Agency of the U.S. Departt of Commerce, seevw.MBDA.gov.
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we move forward. The value of improved internati@aion in the curriculum and the campus populats a
facet of diversity is included in several of thgemives below. However, internationalization of tampus is a
major undertaking which spans several strategitsgaal merits careful consideration as a topi¢simwn

right.

DIVERSITY GOALS, OBJECTIVES, AND ACTION STRATEGIES
I. Institutional Leadership and Commitment

This dimension of the diversity plan aims at therrity of expectations, investment of human andafisc
resources, and accountability as demonstrateddghrthe words and actions of campus leadership kvals.
In articulating IUS’s strategic objective regarditggcommitment, the Strategic Plan states thavémity and
equity will be among the guiding principles of [la8d will be the responsibility of the entire campus
community. Such principles must be infused intaaativities and programs of the campus and canaot b
perceived as the responsibility of one person ficeafChange will occur only if these principleg avertly
championed by those in leadership positions, acedanad nonacademic. Evidence of progress in
accomplishing the goals of diversity and equityhiea light of available resources should be an irgwar
consideration in the overall evaluation of the camjgadership and those responsible for particoigatives.”

Goal 1: Enhanced Commitment with Accountability

Objective 1.1 Campus leaders will develop incentives to enagensuccess in meeting diversity and
equity objectives (e.g., awards and special re¢mgmiresources for special recruitment efforts] anpport for
developing diversity and international initiatiiesthe curriculum).

Barriers/challengesLimitation of financial resources and buy-in bétcampus at every level.

Action strategyDevelop a slate of possible incentives for diitgrand international activity. Build the
infrastructure necessary to support diversity amernationalization throughout the campus. Increaseurces
for special recruitment efforts and support foreleping diversity and international initiativesthre
curriculum and co-curricular programming.

ResponsibilityChancellor, vice chancellors (VCs), associaté3tes® vice chancellors (AVCs),
deans/directors, affirmative action officer (AA@nd diversity council.

Benchmark/performance indicators/outcome measiNamber of proposals (from none to at least one
major award with a number of other incentives)va#i as gradual change of the more fundamental
compensation system and rewarding mechanism. Blung of diversity and international perspectives\ery
level of the campus.

Timelines First diversity awards to be given at the end¥f2007-08. In three to five years,
contributions to diversity efforts at the campud anit level will be integrated in annual performan
evaluation, promotion consideration, and tenuresti@es, taking into consideration disciplinary diénces.
Resources for special recruitment efforts and stgpodeveloping diversity and international iatives in the
curriculum will be increased during the five-yearipd of 2008-2013, depending on the campus’s hudge
situation.

Fiscal needs and implicationBepending on type and number of incentives.

Objective 1.21US will evaluate annually all aspects of itsetisity and equity objectives, particularly in
regard to the effectiveness of its initiatives.



Barriers/challengesTime constraints vs. manpower required for cormensive and thorough
evaluation projects; buy-in of the campus at evevel.

Action strategiesUse multiple methods and approaches includintfuni®nal records, unit reports,
surveys, interviews, and financial cost-benefitlgsia. Include diversity-related outcomes in plamassess
student learning. Dovetail with institutional setfidy for North Central Association of Colleges &wthools
(NCA) accreditation in 2009-10. Participate in warsity-wide projects and collaborate with other pases
(e.g., EMA diversity assessment, IU business pdamfilization of minority and women-owned business
purchasing, etc.).

Responsibilitiesinstitutional Research & Assessment Office, BgditDiversity Office, Accounting,
diversity assessment taskforces, faculty senatencttees on general education and academic assesamin
heads.

Benchmark/performance indicators/outcome measuutss 2006-07 IU diversity assessment reports as
a baseline. Update statistical and other data dign&aovide progress report and disseminate infdrom via
campus publications, chancellor’s reports, and ahiuiEMA conference presentations by IUS assessmen
teams.

Timelines See above. Regularize annual reporting categfmesampus units and develop list of things
deans could do within 12 months. Campus self-stagprts follow 1U diversity assessment and NCA
accreditation timelines.

Fiscal needs and implicationsunding is needed for conference travel by ditAeessessmerad hoc
teams or taskforces.

Goal 2: Enhanced Leadership with Resources

Objective 2.11US will review the efforts of those offices andparties engaged in diversity, equity,
and international activities and develop an effectioordination mechanism.

Barriers/challengesLack of communication and need to enhance coatidin.

Action strategiesRe-appoint the diversity council annually. Hianaffirmative action officer/trainer
by spring 2008 and continue to refine the threaiged (i.e., academic affairs, student affairs, @fidnative
action/training) approach to diversity coordinati®eriodically take inventory of campus efforts amtlatives
as a basis for long-term and on-going planning.

ResponsibilityChancellor, vice chancellors, Human Resources)(BRersity & Equity Office,
diversity and international coordinators.

Benchmark/performance indicator/outcome measud@gersity resources inventory (from none to one
being constantly updated); written plans (from ®iyec Plan Goal 3 to campus-wide and unit divergians;
from separate events lists to a consolidated diyeralendar); quantity and quality of collaboratiprojects; 1U
diversity assessment reports.

Timelines See above.

Fiscal needs and implication¥he affirmative action officer/trainer is a budee position. Other needs
depend on type and number of projects to be caougdncluding continuing evaluation of diverséiforts.

Objective 2.2 The administration will seek out adequate humahfanancial resources for achieving
diversity and equity goals.

Barriers/challengesBudget constraints.

Action strategiesldentify and appoint active, contributing membinsthe diversity council. Recruit
and retain competent diversity coordinators. Orggyiecognize, and encourage various action
teams/taskforces and pro-diversity organizatiomhdaace salary for minority faculty/staff candidadesl more
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minority scholarships for students. Special reanaitt funding. Funding for major diversity undertais,
which might include curriculum offerings, acaders@vices, and international programs (e.g., stadfspace).
Encourage campus units and individuals for fundingi including grants writing and diverse coursermfgs
to generate tuition revenue.

ResponsibilitiesChancellor's Cabinet, Campus Budgetary Advisooyntittee, Financial Aid Office.

Benchmark/performance indicators/outcome measieitenance of an active diversity council and
effective functioning of a diversity coordinatoteam. Number of recognized diversity action teams&forces
and minority/pro-diversity organizations. Annugboet of effort, including budget allocation and
special/additional spending.

Timelines See above (benchmark for action teams/taskf@dsninority/pro-diversity organizations
depending on an update of the inventory).

Fiscal needs and implicationBepend on action projects and budget proposaimsied/approved.

II. Curricular and Co-Curricular Transformation

This dimension of the diversity plan focuses ondkient to which principles of multiculturalism,
pluralism, equity and diversity are incorporatefifsed into the curriculum and co-curriculum withgomg
efforts. In articulating IUS’s strategic objectixegarding curriculum, the Strategic Plan states"this will
prepare students to function effectively in a aallly diverse community and a global society bysgihg
principles of diversity and equity throughout thereculum. To some extent, IUS’s goal of strengihgn
diversity will be addressed by creating an ovezallironment that exposes students to ‘other voiaed’
requires functioning in a university community witilerance to difference. However, successful iegrwill
also require increased attention to diversity iad@nic programming.”

Goal 1: Infusing Diversity throughout the Curricoiu

Objective 1.1 Faculty will be encouraged to broaden the peitsgeof current courses to include
unaddressed issues and/or populations relatedeosity and international matters.

Barriers/challengesFaculty buy-in; nature of math and natural scéecourses.

Action strategiesGeneral education at IUS already requires onerslity course and has defined
student learning outcomes for diversity. The vagidisciplines will follow-up this general education
requirement in the curriculum by mapping advanaaatges for their majors that address diversityassu
Meetings and workshops may be conducted to encewmag help faculty with curriculum renovation.
Incorporate diversity and alternative deliveryhe triteria for teaching awards and in annual eatada of
teaching performance, with consideration of disogoly differences. Improve course descriptionseftect
diversity where appropriate. Develop prioritiestteahance global education opportunities for facattd
students. Encourage and utilize contributions fepacial education, religious studies, ethnic ssid@reign
languages, international business, internationalies, and other specialty courses and progranes\Wdmen
and Gender Studies program has also been vereantarganizing Women's History Month events and
student conferences and addressing issues of senematation, age, ethnicity, class, etc.

ResponsibilitiesVice chancellor and associate vice chancelloat@demic affairs, deans, program
coordinators, faculty senate, Institute for Teaghand Learning Excellence (ILTE).

Benchmark/performance indicators/outcome measiNamber of diversity-related curriculum
proposals, revision of course syllabi and catalescdptions, academic affairs/faculty senate/sdiobE
updates, faculty annual reports, program revieas,eglitation self-studies.

Timelines See above. Campus self-study reports follow Ngdiity assessment and NCA accreditation
timelines.



Fiscal needs and implicationBepend on proposals/incentives developed. Legranrichment Fund
may support faculty development activities.

Objective 1.2 Throughout the curriculum faculty will be encogeal to use texts, instructional
materials, and learning activities that reflectralistic and multicultural perspectives.

Barriers/challengesFaculty buy-in; nature of math and natural sceecourses.

Action strategiesDisciplinary differences will be heeded in evding the choice of texts. Where
feasible, create a compilation of diversity-relageidication resources that have been or are cyrigsitig used
by faculty at IUS. Access to these resources magpmented by posting them on the websites of the
library, ILTE, and/or the office of equity and dregty. Collaborate with the Center for Cultural Besces
(CCR, nonprofit organization housed in IUS librarfighcourage student access to national newspapers a
publications through the Internet. Consider brigdine Collegiate Readership program to campus. IDpve
alternative course delivery, including online léagj alternative scheduling, and short-term acadgrograms
for sponsored international students.

ResponsibilitiesDeans, program coordinators, academic policygereral education committees,
ILTE, Library.

Benchmark/performance indicators/outcome meas@eantity and quality of diversity-related texts
and teaching materials used in the classroomsyress posted on the web and held learning resouerdsrs
including the library, progress in alternative detly, faculty annual reports.

Timelines Ongoing improvement.

Fiscal needs and implicationBlormal costs to be absorbed by course fees;adeciding depends on
the type and amount of special teaching materialst@ols requested (via teaching units, ILTE, dreltorary),
including faculty training for alternative delivery

Objective 1.3The faculty will consider a requirement that stats have a service learning or travel
abroad experience related to diversity prior talgedion (see Strategic Plan 1.4.3).

Barriers/challengesFaculty buy-in; availability of faculty to supése service learning projects;
international capacity to support service/travaliéng and international education; limited progrenedit
hours for timely completion by students.

Action strategiesThis initiative does not suggest that more ceedibuld be added to the majors or to
general education, but creation of some additisaalice learning courses as options for diversityrses.
Many currently taught courses may appropriateljuidke additional service learning components. Fgauky
also wish to explore distance learning/internatie@am-teaching opportunities through videoconfeian
Other possible strategies include:

* Building a global network of student and facudychanges and study abroad opportunities via
appropriate institutional affiliations and agreeisen

» Development of internship opportunities with argations and businesses that have significant
diverse populations or an international presence;

» Promotion of ILTE workshops on the importance ammys of internationalizing the curriculum and
promoting diversity and civic engagement as padoofrses and extra-curricular activities;

» Encouragement and support for student applicationFulbright, Rotary, and other international
grants;

 Explore the possibility of establishing a langeagulture, and area research center/institute; and

» Expand international service by coordinatingahavities of International Programs, international
recruitment, Adult Student Center, Center for QualkiResources, etc.



ResponsibilitiesDeans, program coordinators, academic policygereral education committees, vice
chancellors for academic and student affairs, AggpResearch and Education Center (AREC) and Irttenad
Programs. Campus life may also help with servieenieig and international service.

Benchmark/performance indicators/outcome meas@eantity and quality of service/travel learning
options. International content in the curriculund dglobal competency” included in assessment. ratiibn
with international institutions, with a new focus Asia and other countries outside Western EurApply for
IU International Strategic Partner Development @&aBxplore off-shore academic programs via disganc
education. Incentives to both faculty and studémtgarticipation in study abroad.

Timelines Submit curriculum mapping within 12 months. Ongpimprovement.

Fiscal needs and implicationBlormal costs to be absorbed by operational bualgetcourse fees;
stipends or scholarships depend on needs and fynuade available to the campus.

Goal 2: Effecting Co-Curricular Transformation wibtverse Academic Support and Career Services

Objective 2.11US faculty, staff, and the office of career seeg will provide increased support, career
counseling, and employment search activities toerage exploration of a broad range of careersrmbjizose
considered traditional for certain groups.

Barriers/challengesEconomic outlook of the region and job marketfliation; limited faculty time;
faculty and staff buy-in.

Action strategiesThe curriculum for S200: Career Choices and Cdemmes contains assignments for
job research and shadowing. Career Services $saffcallaborates with the School of Nursing to pHecredit
class titled “Hospital Shadowing” to enable studdntgain a broad perspective of the healthcaesecdields.
Career Services in concert with the Academic SucCester offers three types of workshops for stteden
seeking alternate career possibilities. The fgstasigned for undecided students, the seconddeoysiness
majors, and the third for pre-nursing majors. Shisl@tilize specialty Internet programs (Bridgeansitions
programs titled: “Choices Explorer” and “Choiceattier”) to research careers. Co-curricular trapscrmay
be explored with relevant campus units. CareeriGes\wutreach to employers stresses innovativeecpeths
for non-traditional students, relocating for digy@d workers, new career opportunities for studertts
disabilities and consideration of emerging caréarsraditional and non-traditional students anahathi.
Another new program (MAP for Success) has begweiee high school students who have expressed an
interest in attending 1U Southeast but are undecad®ut career choice. This program will be promote
through the admission office and the chancelloighHSchool Visitation program.

ResponsibilitiesCareer services, Alumni Affairs, Academic Succgéssater, Mentoring Center, school
advisors.

Benchmark/performance indicators/outcome measi8eistical data on placement rates in
nontraditional job categories for targeted grodgamni job survey results. Career Services actgitieports.
Academic Success Center and school advisors’ iport

Timelines Ongoing exploration and improvement.

Fiscal needs and implicationéctivities will be supported by regular operatabfunding allocations.

Objective 2.21US will investigate increasing specialized agadesupport for nontraditional, minority,
and international students in order to promoterthe¢rall academic success (see Strategic PlaB)6.2.

Barriers/challengesBudget constraints; regional demographics; lichitember of international
students and lack of on-campus international serfécilities.

Action strategiesFirst Year Seminars (FYS) may explore speciatian@c support via multicultural
learning communities. Strengthened tutorial angkmpental instruction programs for targeted grolysth
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and computer technology basic skills for nontradiél students. ESL and writing skills for interoatal and
immigrant populations. Cultural and diversity leestep program offerings via Noncredit Programs.Ufgc
training on sensitivity to diverse needs and mentpof minority students. College readiness progr&on
conditionally accepted new students. Summer avaéekend academic enrichment programs for middle and
high school students at targeted schools. Partitkerhigh schools in such educational activitiesreesModel
United Nations Security Council Conference. Partmign Men of Quality (Alliance of Minority Brothedod)

to mentor African American males at IUS. Mentorargd Academic Success Centers charter XAE Honor
Society to promote high academic standards forisat-students. Enrich extracurricular activitigs b
enhancing and coordinating nontraditional, mingréyd international student services.

ResponsibilitiesAcademic Affairs, First Year Seminars, Studenv@&epment Center, math lab,
computer dept./help desk, Noncredit Programs, Safdéducation ESL offerings, Writing Help Center,
Academic Success Center, Mentoring Cente¥,@dntury Scholars programs, International Programs,
Adult/Nontraditional Student Center, Japan Center.

Benchmark/performance indicators/outcome measiNambers of special course offerings, student
utilization and success data generated by speacglamming and services (e.g., FYS, math lab,,e&pprts
of related centers and programs. Track academiaessdor major programs that are implemented aitdidn

Timelines Ongoing exploration and improvement.

Fiscal needs and implicationSignificant funding is needed to increase FY ®uifigs, expand tutoring
and supplemental instruction, start college readipgograms, provide ESL subsidy, and establistffase for
international education/service.

[ll. Campus Climate

This dimension of the diversity plan focuses ondbgree to which the events, messages, symbols, and
values of the campus make it a welcoming and inausnvironment for all students, faculty, stafida
members of the broader community. In articulatid@’s strategic objective regarding campus climtite,
Strategic Plan states that “IUS will improve thenpaus climate so that it reflects, respects, amaviing for a
diverse campus community, as well as the commuatitgirge. IUS recognizes that establishing a aliticass
of staff, students, and faculty from underrepresemfroups is essential for creating a campus ddirnath
accepting and welcoming. At all times the campusrenment should reflect the high value 1US places
diversity, equity, and global awareness.”

Goal 1: Improved Engagement and Participation

Objective 1.1 The IUS strategic goals and plan on diversity & presented at new faculty and staff
orientations and meetings of current employeesm&linbers of the IUS community should be made aofre
the university’s diversity and equity goals andhadir own central role in achieving them.

Barriers/challengesFaculty and staff buy-in; limited faculty time.usultiple demands of teaching,
research, and other services.

Action strategiesincorporate diversity in the agendas of campumiahmeetings, ILTE new faculty
orientation, HR new staff orientation, and campigsriew student orientation. Hold diversity towrlha
meetings. Explore other forms of discussion suclv@&shops and brownbag colloquial. Encourage gmass
diversity efforts (e.g., T-FED) and diversity eveattendance by faculty, staff, and students. Ccndu
systematic diversity and legal compliance trainidge multiple means for communication including e-
publications and websites. Create an inclusivesaipgortive environment ranging from academic irtston to
catering, to media services, and to law enforceragainst hate crimes.



ResponsibilitiesChancellor, Academic Affairs, ILTE, Human ResascEquity & Diversity Office,
deans and unit heads, Campus Life.

Benchmark/performance indicators/outcome meastgsity and Diversity Office and other unit
reports, types and numbers of various discussiatings, plan of training sessions. Annual revieywsl&ans
and directors.

Timelines Diversity and compliance training will be resunsgisoon as the new affirmative action
officer/trainer is hired and settled in office. Brgity will be incorporated in all kinds of orietitmn agendas by
Fall 2008. Town hall meetings and/or other kindslistussion will be held each semester.

Fiscal needs and implication®rientation and training will be supported byuksy operational funding
allocations. Additional funding will be needed &pecial events.

Objective 1.21US will review and strengthen professional depahent programs that include issues of
diversity and equity for staff, faculty, studerdaad administration.

Barriers/challengesData on effectiveness of professional developrpergrams and approaches;
competing agenda items for limited time availaloledil.

Action strategiesincorporate diversity in the plans of chanceBdgadership retreat, ILTE faculty
development programs, HR staff development sessemmiscampus life student leaders meetings. Conduct
systematic diversity and legal compliance trainingluding anti-discrimination policies, hate crimeporting
procedures, and expectations for respect and twlera

ResponsibilitiesChancellor, ILTE, Human Resources, Equity & Daigr Office, VCs, deans and unit
heads, Campus Life.

Benchmark/performance indicators/outcome meastigsity and diversity office and other unit
reports, plans of leadership/faculty/staff develeptrand training sessions.

Timelines Diversity and compliance training will be resunsgisoon as the new affirmative action
officer/trainer is hired and settled in office. Bigity will be incorporated in administrative/faistaff/student
leader development agendas by Fall 2008.

Fiscal needs and implicationBrofessional development and training will beprged by regular
operational funding allocations.

Objective 1.3 Student organizations representing diverse popagwill be encouraged to actively and
publicly participate in and create academic, caliuand social activities that connect them todéwmpus at
large.

Barriers/challengesCompeting demands in the lives of students, anadeorkloads, and the need to
graduate in time; buy-in of students and their eons about being tokenized; difficulty in communiica with
students in the age of information explosion.

Action strategiesCampus Life, Residence Life, Student Governmesgogiation (SGA), SPC, student
organizations, Athletics, and other offices plamide range of programs for students and market tinem
multiple and innovative ways. Coordinate the plagrand organization to avoid too many events comget
for the same, small groups of participants. Progfantivities may include: Safe Zone Project for GLB
students, staff, and faculty; Freshfusion; Hoosiersdigher Education; Week of Welcome; Non-traafital
Student Recognition Week; Mentalist Show; Hypndiisbw; School Spirit Committee; Homecoming; Mad
Scientist Show, Herp's Alive Reptile Show; Interoaal Festival, Radio Disney; Health & WellnessrEFai
Student Recognition Reception; Hip Hop Fest; WBlfethers Rockin' History Show; Campus Beautificatio
Cleveland Contemporary Dance Theatre; Mix It Up Diyess Free Zones; Student Involvement BoardyUnit
in the Community Lunch; Fall Fizzle; Drive-In Movieumerous student orgs coordinated their own pirogr
that were academic, cultural, recreational, anéhsotnature; Legacy Leadership Programs; Kick Off
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Luncheon; Sell Yourself (to employers); ChattinghnConfidence; It's Your World Too; Global Grounds;
Creating Positive Change; Mind, Body, and Soul béader. Athletics’ Equity and Diversity Days abss
games. Create a chapter of Delta Sigma Thetataricaly African American female sorority. Campluige
continues to stress the need for diversity in pgogning. Disability Services’ "Perspective/Expeciali
program. "Spirituality and Spice," "Soul Food Dagiid the International Festival; specific suppareg to
GSA,; Campus Life co-sponsors "Mix IT Up Day" witlglity & Diversity. Extensive children's programming
Annual Minority Student Graduation reception.

ResponsibilitiesVC Student Affairs, Campus Life.

Benchmark/performance indicators/outcome measiNamber of diverse student organizations and list
of events sponsored. Data on campus participaftudent affairs reports.

Timelines Ongoing improvement.

Fiscal needs and implicationStudent activities will be funded by student atyifees.

Goal 2: Improved Programming with Wider Impact

Objective 2.1 The campus will review and coordinate currentuwral activities (concerts, lectures, art
exhibits, theatrical productions, fairs, etc.) teatg peoples of diverse and international voiges ase these
current activities as a foundation for an enricheafjram of diverse cultural programming that isilade to
the campus and the community at large. Efforts belimade to publicize these events widely in themanity
(see Strategic Plan 1.6.1, 6.2.6, and 6.5.3).

Barriers/challengesCompeting demands on faculty, staff, and studandstheir limited time for
participation; buy-in of campus.

Action strategiesDiversity displays in University Center breezevea the library. Diversity topics for
common experience series. Disability awarenessmanternational education week, internationalitest
world music series, and other celebration actisitf@ollaboration with ethnic and community orgaticas
such as the World Affairs Council.

The Ogle Center is an excellent venue for suchteweamd should increase its participation in these
cultural programs, but for maximum outreach thedvigies should be planned across campus andeot b
limited to this facility (see Strategic Plan 6.Bhr example, the university might:

* Create a recurring regional forum on diversityduer than that currently offered,;

* Present community or university awards for warkliversity; and

* Host a series of lectures by prominent authatists, etc., who are representative of diversithave
diversity as a topic.

ResponsibilitiesCommon Experience Committee, Disability and Inétional Programs coordinators,
Campus Life, VC University Advancement, Ogle Cemlieector, and Japan Center director.

Benchmark/performance indicators/outcome measiNamber of diversity events. Data on campus
participation. Reports of responsible parties.

Timelines Ongoing improvement.

Fiscal needs and implicationSpecial funding will be needed for major events.

Objective 2.2 Campus Life will encourage the Student Prograngn@ouncil (SPC) to broaden its
programming and activities to include entertainergsic, and events that reflect the interests\wrdie student
groups.

Barriers/challengesBuy-in of students; competing demands on facwsligif, and students and their
limited time for participation.
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Action strategiesCampus Life advising of SPC stresses diversitih est practice examples of
diversity programs on campus.

ResponsibilitiesCampus Life, VC Student Affairs.

Benchmark/performance indicators/outcome measiNamber of SPC diversity events. Data on
campus participation. Reports from SPC/Campus Life.

Timelines Ongoing improvement.

Fiscal needs and implication€osts are covered by SPC and student affairsdiwadigcations. Special
funding may be requested for major events.

Objective 2.31US will increase participation by clerical, tegbal, and service maintenance staff in
campus committees where it is appropriate.

Barriers/challengesBuy-in of staff, competing demands and their teditime for participation.
Action strategiesVCs routinely identify a variety of candidates fimportant committees.
ResponsibilitiesChancellor, VCs.

Benchmark/performance indicators/outcome meastreport from Staff Council.

Timelines Ongoing maintenance and improvement.

Fiscal needs and implicationBlone for special funding.

Objective 2.41n organizing social and holiday events on campuS will continue to encourage focus
on the richness of diverse viewpoints.

Barriers/challengesBuy-in of campus; need for creative ways of cedéihg diversity.

Action strategiesAnnual message from the chancellor encouraginerslity in holiday celebrations.
Diversity representation in decorations/music. @ttempus-wide messages at appropriate times taeg®
diversity considerations.

ResponsibilitiesChancellor, Equity & Diversity Office, Campus &iaind other campus event
organizers.

Benchmark/performance indicators/outcome meastreports from Equity & Diversity Office,
Campus Life, and other campus organizations/units.

Timelines Ongoing maintenance and improvement.

Fiscal needs and implicationBlone for special funding.

Objective 2.5 Consistent with principles of academic freedoaculty and staff will periodically
address the effects of language, attitudes, issmelsglassroom and general campus interactioriegg¢late
to diverse student and employee populations. Stademd employees need a friendly, supportive enuient
in which to pursue success without expectationgpfesenting entire populations.

Barriers/challengesBuy-in of campus; students’ concern about beakgmized.

Action strategiesCurrent faculty and staff address these issusshnol and departmental meetings.
New faculty and staff have these issues addresseentations (see Strategic Plan 3.3.1). Recegam
appreciate affinity organizations and other miryostipport groups.

ResponsibilitiesThe Cabinet, deans, directors, Equity & Diver§iffice, HR, ILTE, Campus Life.

Benchmark/performance indicators/outcome measuireports from Equity & Diversity Office, deans
and directors. Number of affinity groups and mitpgvents. Campus surveys to include campus orgaoins
regarding presence of incidents.

Timelines Ongoing maintenance and improvement.

Fiscal needs and implicationBlone for special funding.
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Objective 2.61US will periodically conduct a campus climatensey.

Barriers/challengesMultiple data needs vs. limited time for campastigipation and research analysis.

Action strategiesinclude campus organizations in special survegamding presence of incidents.
Utilize NSSE data and incorporate diversity in gas existing survey tools. Employ multiple methéels.,
email and web-based questionnaire survey, focugpgraeetc.), in conducting the campus climate swgvey

Responsibilitiesinstitutional Research & Assessment, Equity & @&sity Office, Campus Life,
diversity assessment team.

Benchmark/performance indicators/outcome measiat accumulated, analyses performed,
recommendations made and implemented.

Timelines Periodical surveys may be conducted annuallyaamedrding to other routine
survey/assessment cycles.

Fiscal needs and implication€osts will be absorbed by operational budgetalied to related units.
Special funding may be needed for sharing restilid-avide and other conferences.

IV. Representational Diversity

This dimension of the diversity plan focuses ondhgree to which the campus attracts, retains, and
develops students, faculty, and staff of color, smnsurate with the campus mission and service me{io
articulating 1US’s strategic objective regardingptation, the Strategic Plan states that “IUS isdtome a
model for diversity and equity in Southern Indidoyaincreasing the diversity of the campus commuitatgt
least that which reflects the population of ouvs®r area in appropriate proportions, including tGetn
Indiana and the Greater Metro Louisville region. Wik create a pluralistic and equitable learnimyieonment
that prepares students for the world at large afidats the values of diversity, equity, and glodabreness
professed by the campus.”

Goal 1: Increased Diversity in Students

Objective 1.11US will increase the enroliment and retentioraafiverse student population to be
reflective of the counties it serves and alsohirs in the university-wide international initiagiv

Barriers/challengesDemographics of the region; lack of on-campusrimitional service facilities (e.g.,
an international education center/office).

Action strategiesHighlight diversity in IUS enrollment managemetan. Take full advantage of the
Kentuckiana Metroversity arrangement. Include aermational student enrollment component targetiain
growth areas such as Asia and such groups as spdrnstodents by taking advantage of new studergihgu
Advertise IUS widely to reach underrepresentedestugopulations in the counties it serves, inclgdin
Louisville metropolitan areas. Include affirmatiaetion language in all ads. Outreach by admissamalscareer
services offices to minority students and commansitProvide affirmative action training, guidanaed
monitoring to admissions committees. Seek fundorgriore minority scholarships and financial aid for
international students. Recruit minority athleegl improve facilities (see Strategic Plan 4.3@&211.1).
Maintain an alumni recruitment program. Includedbigity Services, Equity and Diversity, student rnugimg
and outreach, Multicultural Student Union, GSA, Aditudent Center, and other student organizaiions
recruitment functions and during student orientagidvientor and support minority students. Continue
multicultural open house, collegiate summer ingtitinternational high school student summer campd,
access to success programs.
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ResponsibilitiesVC Student Affairs, enroliment management, mityostudent and other admissions
counselors, retention-related campus units (e.gntbting Center, Academic Success Center, And Caree
Services).

Benchmark/performance indicators/outcome measiNambers and percentages of students of
minority status and other protected categories. bamof international students. Annual reports afugment
and retention efforts.

Timelines Ongoing.

Fiscal needs and implicationBased on operational budget allocated. Speamlifig may be needed
for special recruitment expenses and incentives.

Objective 1.2 The Office of Admissions will ensure that IUS hasruiting materials and activities
which attract targeted populations (e.g., Africame&ican, Hispanic, male, non-traditional, and in&tional
students) (see Strategic Plan 2.4.4).

Barriers/challengesDemographics of the region; lack of internatiopadsence.

Action strategiesDevelop recruitment materials in Spanish andrdreguages as needed. Design and
distribute non-traditional and minority studentredapieces at various in- and off-campus functi®sdate
international student fact sheet. Hold Internatidtestival and "Seeing is Believing" informatiorght for non-
traditional students. Enhance international renrerit by taking advantage of new campus housing eMizke
of minority newsletter and other publications. Adzhal family recruitment activities on campus (&teategic
Plan 6.2.6) since many minority populations (paitady African-American and Hispanic) are highly
influenced by family opinion with regard to schabloice (particularly for potential first-generatioallege
students). Timing of recruiting activities shoulcal interfering with the working day (see StrateBian
6.2.6). Contact with community-based organizati@ssociated with diverse populations (e.g., commgunit
centers and churches), as well as schools, foestudcruitment activities. Strengthen contacts witnority
alumni and including them in recruitment and ratanprograms. Promote student exchanges in codrdima
with international higher education institutions.

ResponsibilitiesEnrollment Management, Admissions, InternatidPragrams.

Benchmark/performance indicators/outcome meas@eantity, quality, and diversity of recruiting
materials and activities. Annual reports of reecngnt efforts.

Timelines Ongoing.

Fiscal needs and implicationBased on operational budget allocated. Speamlifig may be needed
for special advertisement and recruitment.

Objective 1.31US will strengthen its retention efforts for werdepresented students.

Barriers/challengesBuy-in of campus; need for innovative and effeetietention programs.

Action strategiesPeriodically review methods of providing suppfort and improving retention of
minority students. Increase opportunities for dieestudent populations to meet each other in adadem
curricular, and social activities. Increase comroation about services available to students, eajhethose
students who would make use of offices/organizatguch as disability services, equity and diversitydent
mentoring and outreach, multicultural student unamtult student center, and other student orgaairsat
supportive of minority students. Continue to pubiminority newsletters and host celebrations fadgating
minority students. Increase awareness of avail@seurces such as academic support services, studen
activities, student organizations, and extra-cutacactivities. Increase participation of all ofs and
organizations in recruitment and orientation sessguch as Week of Welcome, Fresh Fusion, Map Your
Course, and Big Red Fest.
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ResponsibilitiesEnroliment Management, academic and student@eonits (e.g., Campus Life,
Mentoring Center, Academic Success Center, AndeZ&ervices), deans, and faculty.

Benchmark/performance indicators/outcome meastregention figures from Institutional Research.
Annual reports of recruitment and retention effevith an emphasis on diversity.

Timelines Ongoing.

Fiscal needs and implicationBased on operational budget allocated. Speamlifig may be needed
for special initiatives aimed at minority studeetg§istence and success.

Objective 1.41US will seek to increase scholarships and ofimancial aid opportunities for
underserved student populations. IUS should entfegbusiness community in increasing these awas (
Strategic Plan 2.7).

Barriers/challengesBudget constraints; competing charities in thggae vs. scarce potential sources of
donations.

Action strategiesSeek funding for increasing scholarship awardb winovative approaches.
Categorize scholarships and increase minority asvdfgpand the utilization of the student Work Study
program and create additional programs by whiclonitynand financially at-risk students would have a
opportunity to earn support for school. Create maghtain a searchable database of all externalcggen
scholarships with searchable criteria to help mip@tudents identify opportunities. Enhance insiitnal
grants writing support.

ResponsibilitiesThe Chancellor's Cabinet, Financial Aid, Univéyshdvancement.

Benchmark/performance indicators/outcome measurngses and amount of scholarship awards.
Volume of participation in the Work Study programstitutional grants and other external fundingereed for
supporting diverse student needs. Additional repiopdm Financial Aid, University Advancement, arttier
related units.

Timelines Ongoing.

Fiscal needs and implicationBudget allocation and fundraising (including geawriting) for financial
aid will directly impact progress in this area. Gmier re-establishing the Grants Support Speciadisition
(part time or full time) would require a budget&#0,000-40,000 a year.

Objective 1.51US will improve access to campus to help altistts, in particular minority and
international students.

Barriers/challengesliUS's relatively disadvantaged location for dis#y; inconvenient bus services.

Action strategiesWork with Transit Authority of River City (TARCp improve transportation to the
campus to meet academic and co-curricular neesisidénts and include the materials in orientatiackpts.
Develop and fully utilize student housing (see tege Plan 2.8, 3.4.6 and 4.3.5) to improve rediana
international recruitment, retention, and divers@pntinuously improve IUS’s presence and accdggibn
the worldwide web.

ResponsibilitiesVC Administrative Affairs, VC University Advancesnt, VC Student Affairs.

Benchmark/performance indicators/outcome meas@eampus housing capacity. Bus service schedule.
Website assessment. Residence Life and Media ®sraports.

Timelines Ongoing.

Fiscal needs and implicationsuture housing developments will depend on chpidget planning.

Goal 2: Increased Diversity in Employees

(2) Leadership
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Objective 2.11US will endeavor to increase diversity at alldés of administration, including the Board
of Advisors.

Barriers/challengesDemographics of the region.

Action strategiesAdvertise jobs widely to reach underrepresentetimate populations. Include
affirmative action language in all job ads. Provatfermative action training, guidance, and moringrto
search committees. Provide funding for specialuiemient incentives. Support minority and women
administrators.

ResponsibilitiesChancellor, VCs.

Benchmark/performance indicators/outcome measiNambers and percentages of minority and
women administrators. Annual report of recruitmemd retention efforts.

Timelines Ongoing improvement. Recruitment based on pasihipenings.

Fiscal needs and implicationBased on administrative personnel budget allac&@pecial funding may
be needed for recruitment expenses and incentives.

(2) Faculty

Objective 2.21US will increase the diversity of its faculty@urding to available degrees in the
discipline, both in regard to minority populaticersd gender as underrepresented in various acadfiefds A
substantial number of faculty retirements overrtbet decade will provide 1US with an opportunityptiorsue
diversity goals in faculty employment. The campluswdd strengthen its efforts to attract a diveesaufty for
all new positions that become available.

Barriers/challengesDemographics of the region and need for greaternational presence.

Action strategiesAdvertise jobs widely to reach underrepresentettimlate populations. Recruit
outstanding faculty from around the world. Inclad@rmative action language in all job ads. Provide
affirmative action training, guidance, and monmgrito search committees. Provide funding for specia
recruitment incentives. Support minority and wonfeulty.

ResponsibilitiesVC Academic Affairs, deans, search committees, ARO/Trainer.

Benchmark/performance indicators/outcome measiNambers and percentages of minority and
women faculty. Annual reports of faculty recruitmhand retention efforts.

Timelines Ongoing improvement. Recruitment based on pasibipenings.

Fiscal needs and implicationBased on academic personnel budget allocatedicgpending may be
needed for recruitment expenses and incentives.

Objective 2.3Each academic school and the Library will creapdan for achieving diversity within its
faculty as suggested by annual IU data on empldiessity with various academic disciplines. Effotd
improve diversity will be evaluated annually, ahd eadministration will recognize, encourage, andare
successful practices and promote their use by stttevols.

Barriers/challengesBuy-in of faculty and staff. Demographics of tlegion.

Action strategiesHelp academic units with diversity planning refece materials and samples. Share
diversity data, unit plans, and assessment regtigage unit representatives in campus-wide dityepsanning
and dialog. Provide diversity incentives and rewafevelop a visiting faculty/faculty exchange peaog that
would bring diverse faculty temporarily to campusile longer-term hiring is in progress.

ResponsibilitiesVC and Associate VC for Academic Affairs, deand éibrary director, search
committees, HR, AAO/Trainer.
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Benchmark/performance indicators/outcome measuyeademic unit/school diversity plans. Annual
reports of diversity efforts. Outcomes of diversagsessment.

Timelines The majority of academic unit diversity plannwdl be done by the end of year 2007. First
diversity grants will be given at the end of AY Z008. A Diversity Teaching Fellows program will be
developed by the end of 2008.

Fiscal needs and implicationBepend on type and number of diversity grantsetgiven. The
Diversity Teaching Fellows program being developey use funding from unfilled faculty positions.e8al
funding may be needed for recruitment expensesrmeaahtives.

Objective 2.4 The administration and academic search committédes/ork together to identify and to
utilize innovative means of attracting pools wittigersity of applicants.

Barriers/challengesDemographics of the region and limited supplgafdidates in certain disciplines.

Action strategiesExplore and use the best advertisement stratégiesach underrepresented candidate
populations. Include affirmative action languagalijob ads. Provide affirmative action trainirggidance,
and monitoring to search committees. Provide fugdiam special recruitment incentives. Take extegpstwith
additional networking activities, announcementpasitions in nontraditional media, and distributain
position announcements to directors of graduatdiesiat schools with high minority and female elnnehts in
targeted fields. Encourage and support existinglfia¢o pursue doctoral or terminal degrees.

ResponsibilitiesVC Academic Affairs, deans, search committees, ARO/Trainer.

Benchmark/performance indicators/outcome measungses of advertising/communication channels
used. Creative diversity training and special fagdprovided. Minority and women candidate poolsayated
and qualified finalists hired. Annual reports ofdiéty recruitment efforts.

Timelines Ongoing improvement. Recruitment based on pasibipenings.

Fiscal needs and implicationBased on advertising and recruitment budget alext Special funding
will be needed for targeted recruitment expensesraentives. Consider providing support to facyltysuing
doctoral/terminal degrees who agree to returndaohet IU Southeast.

Objective 2.51US will create additional opportunities to helpw faculty make connections on campus
and in the community. Having a social support syséed developing a connection to others at the éfgity
and in the community play an important role in facuetention. Single faculty who might feel pattiarly
isolated on campus could benefit from associatitth others at the University.

Barriers/challengesDemographics and buy-in of campus.

Action strategiesincorporate diversity in faculty mentoring andeottation. Support minority and
women faculty with teaching and research assistaralee affirmative action in faculty promotion atshure
and incorporate diversity where appropriate in @saelection. Engage minority and women facultghared
governance. Provide opportunities for faculty toialize and encourage faculty affinity groups. Istigate
ways to take advantage of recently designatedtiadining space to enhance sense of community among
faculty. Investigate the potential benefits ofiating a chapter of the American Association of émsity
Women or other organizations that could increap@at and communication among faculty.

ResponsibilitiesChancellor’'s Cabinet, Academic Affairs, deangmpotion and tenure committees,
faculty senate, HR, AAO/Trainer, ILTE, dean foreasch.

Benchmark/performance indicators/outcome measye®rsity content in ILTE activities. Numbers
and percentages of minority and women faculty pteaitenured. Representation of minority and women
faculty in administrative and faculty senate conteais/taskforces. Minority and women faculty utiliaa
of/participation in socialization and support aitidés. Survey of new faculty at the end of theistfiand third
years (by deans); faculty exit interviews. Annwegarts of faculty development, support, and retengfforts.
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Timelines Ongoing improvement.

Fiscal needs and implicationtlse faculty development and support funding éarcching and learning
improvement, research, and conference travel fgnbiigeted. Additional funding may be needed fecsd
support needs.

(3)  Staff

Objective 2.61US will increase the diversity of its professaband support staff to reflect the region it
serves (support staff) or to reflect available éegrin areas of specialization (professional stésffppropriate.

Barriers/challengesDemographics of the region.

Action strategiesAdvertise jobs widely (including various websjtés reach under-represented
candidate populations. Include affirmative actianduage in all job ads. Provide affirmative acti@mning,
guidance, and monitoring to search committees/pininit heads. Provide funding for special recruiiime
incentives. Support minority and women staff. Speeifforts may include the following:

» Contact can be made with employees at a varidbysinesses in the region that attract numbers of
diverse staff (e.g., city and state governmentyyelsas professional organizations with diversemnhership, to
determine what factors are important in acceptmgleyment and what qualities would encourage them t
work for the University. Although traditional adwisement of staff positions in regional media couaés to be
important, networking and personal contact areffattve means of diversifying employment.

* Alternative means of effectively advertising pgmsis to underrepresented classes could be cosslider
and utilized by search committees or hiring susemg upon the advice of the Human Resources directo
according to available resources.

» The campus could encourage use of its facil{iies meeting rooms, grounds, etc.) for profesdiona
retreats and professional development seminasniployee groups in the region that feature popariatakin
to those we would like to recruit at IUS. Opportigs to make more active connections with campfisesf
and faculty in presenting professional seminardctalso be sought.

» Opportunities for employment, information aboontraditional students, scholarship opportunities,
and sports, cultural, and academic co-curriculiviies could be posted prominently in public spaevhere
visitors to campus will see them. A benefit of wiakfor a university lies in the environment itsetfd the
opportunities it presents for continued learnind parsonal development.

ResponsibilitiesHR, Equity & Diversity Office, hiring authoritiésnits.

Benchmark/performance indicators/outcome measiNambers and percentages of minority and
women staff. Minority and women candidate poolsayated for staff positions. Annual reports of staff
recruitment and retention efforts.

Timelines Ongoing improvement. Recruitment based on posiigenings.

Fiscal needs and implicationBased on personnel budget allocated. Speciairignday be needed for
recruitment expenses and incentives.

Objective 2.71US will create additional opportunities to helpw staff make connections with others
on campus and in the community. Although suppaift still most likely come from this region, proféseal
staff may very well be recruited from outside thgion.

Barriers/challengesDemographics of the region.

Action strategiesincorporate diversity in staff mentoring and otagion. Support minority and women
staff with assistance they may need. Incorporaterdity where appropriate in awards selection. iéev
opportunities for staff to socialize and encoursigédf affinity groups. Investigate the potentiahbéts of
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initiating a chapter of the American Associationsfiversity Women or other organizations that canldease
support and communication among staff.

ResponsibilitiesHR, AAO/Trainer, Staff Council, unit supervisors.

Benchmark/performance indicators/outcome meastirepresentation of minority and women staff on
campus committees/taskforces. Minority and womeaff gtilization/participation in socialization arstipport
activities. Staff exit interviews. Annual reportsstaff development, support, and retention efforts

Timelines Ongoing improvement.

Fiscal needs and implicationslse normal operational budget allocated. Addé@ldaonding may be
needed for special support needs.

Objective 2.8 The office of human resources and/or the officequity and diversity will report
annually on programs designed to improve divei@myng the staff.

Barriers/challengesDemographics of the region; buy-in of campus.

Action strategiesPeriodically take inventory of campus efforts amitlatives as a basis for long-term
and on-going planning. Follow IU plan for diversdgsessment. Create consistent reporting format.

ResponsibilityHR, Equity & Diversity Office, diversity assessmdeam.

Benchmark/performance indicator/outcome measukasual reports.

Timelines Periodical - annual.

Fiscal needs and implicationBlone.

DIVERSITY PLANNING BY CAMPUSUNITS

(Ctrl—click the links below to access the files)

School of Arts& Letters

« School of Arts & Letters Diversity Plaii®DF)
School of Education

« School of Education Diversity PIgRDF)

School of Natural Sciences

« School of Natural Sciences Diversity PiDF)

School of Nursing

« School of Nursing Diversity Plan Addendum 208®F)

School of Social Sciences

« School of Social Sciences Diversity PI@DF)
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