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Committee Charge

· Review Meredith College’s past and current efforts to increase and celebrate diversity on campus with special attention to the elements of the I-2000 Strategic Plan that address inclusiveness

· Assess our progress on increasing diversity in faculty, staff, and student populations focusing on the period 1998-2002 (since the development of the I-2000 plan)

· Create opportunities for input to the committee from the campus and alumnae communities

· Make regular reports on the committee’s progress to the President

· Make specific, prioritized recommendations to the President on policies, programs, and practices that will increase diversity on campus and make Meredith more inclusive with special attention to:

· Increasing the ethnic and national mix of students, faculty, and staff;

· Developing more opportunities for learning, discovery, and engagement through diversity

· Broadening the understanding of the meaning of diversity; and

· Creating a climate that values each individual member of the community

· Report the committee’s findings to the campus
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Statement on Meredith College’s Past and Current diversity Efforts


The first mention of a desire to make Meredith College a more diverse and inclusive community appears in the 1968-69 Southern Accreditation of Colleges Self Study Report. Three of the recommendations from that report which still seem to “ring true” are listed below:

· That students be sought from as many different kinds of schools and educational experiences as possible. Enrolling more individualists with diverse talents and interests will do much to liven the intellectual climate and to bring heterogeneity to the campus

· That in the recruitment and admission of students, the admissions staff should pay special attention to such academic qualities as creativity, expressiveness, academic curiosity, and evidence of independent thought and personal commitment. 

· That it is neither necessary nor desirable to establish quotas.

Although Meredith College had clearly stated in this early report a desire for diversity, it was not until 1998 that a Multicultural Recruitment Work Group was formed to deliberate diversity efforts for our campus. Unfortunately, these recommendations were not made available to Dr. Hartford upon her arrival at Meredith in 1999. This report and former senior management responses can be reviewed in Appendix A.

Additionally, the I-2000 Strategic Plan mentioned Meredith College’s interest and desire to increase diversity on campus. This Strategic Plan specifically set a goal for student diversity at 10% and recommends that efforts be made to recruit minority faculty and professional staff members. A call for increased study abroad opportunities and on-campus international experiences as well as more academic courses, activities, and services was made. The I-2000 Strategic Plan also recommended that Meredith College designate merit scholarship funding for students of color and economically disadvantaged students and that a more concentrated effort be placed on initiating projects with member institutions of the Cooperating Raleigh Colleges. This report also addressed the need to expand services and modify facilities for disabled students.

Since the development of the I-2000 Strategic Plan, an Enrollment and Demographics Report of the Racial/Ethnic Distribution of Students has been produced. A newly appointed Associate Vice President for Enrollment Management has also compiled additional information that may be valuable in assessing minority admissions at Meredith. The new associate vice president position currently resides within the Student Development Division, and works in conjunction with the Admissions Office recruitment efforts. A comparative analysis of the minority presence at Meredith with in-state (both public and private) and peer/aspirant institutions has also been generated. Further information has been shared which reviews North Carolina and Virginia demographics in 2000 as well as the top 5 North Carolina counties from which Meredith applicants reside. National minority enrollment figures by state and the percent of total students who applied and received financial assistance within particular levels of family income are two other sources of information that contribute to a more comprehensive enrollment report than we have had in the past. (See Appendix B). 

The Office of Institutional Effectiveness reports that Meredith has made modest gains in achieving more racial/ethnic diversity among its students and faculty. In fall 1998, 8.6 percent of students enrolled for credit were minority. An additional 1.5 percent was comprised of non-resident aliens who added to the multicultural mix, and information was unavailable for 1.1 percent. By Fall 2002, minority representation had increased to 10.5 percent, with an additional 1.0 percent coming from foreign countries. In this year, the racial/ethnic heritage was unknown for 3.3 percent of the students. In Spring 2003, the minority percentage increased to 11.4 percent; non-resident aliens added an additional 1.0 percent, bringing the multicultural student population to 12.4 percent.

With a move to the Datatel Colleague system in 2001-02, the College initiated a stronger effort to collect information about the racial/ethnic characteristics of its faculty and staff, but there is still a large number for whom this optional information is unknown. In Fall 2000, 3.7 percent of faculty was known to be minority (5.4 percent of full-time and 2.3 percent part-time), and 1 part-time faculty member was a non-resident alien. In Fall 2001, 5.4 percent of faculty identified themselves as minority (5.8 percent of full-time and 5.2 percent of part-time), and two part-time faculty members were non-resident aliens.

In Fall 2002, a total of at least 12.0 percent of faculty and staff were minority, with 0.5 percent being non-resident aliens. Racial/ethnic information was unknown for 17.7 percent of faculty and staff.

The following sections provide examples of current efforts to increase and celebrate diversity at Meredith:

ADMISSIONS OVERVIEW
According to the director of admissions for Meredith College, multicultural recruitment falls to the entire admissions staff, but currently there is a staff member whose specific responsibility is multicultural recruitment. This position has been in the Admissions Office since 1994, however, this position has not been consistently filled. Even though the Admissions Office has shown diligence in multicultural recruiting, written multicultural recruiting guidelines do not currently reflect a comprehensive “action plan”. Additionally, the Committee for a Diverse and Inclusive Community (hereafter CDIC) has determined there may be some Admissions Office “climate” issues that need to be resolved in order to ensure a cohesive group recruitment effort. The Committee for a Diverse and Inclusive Community notes that this office needs consistently to reflect and “model” a positive and open work atmosphere in order for faculty, staff, students, and potential students and their families to perceive Meredith as a  “wonderful place to be”. Despite these apparent setbacks, some ongoing efforts for multicultural recruitment have moved forward and are listed below:

· An admissions counselor attended NSSFNS (National Scholarship Service) programs in Atlanta, Baltimore, Charlotte, Houston, and Richmond. These are programs specifically for multicultural students.

· Admissions representatives attended college day/night programs and did private visits to high schools in areas with high Hispanic populations (i.e. Florida, Puerto Rico, Texas)

· A targeted mailing was sent to students on the National Hispanic Outstanding Scholar List.

· Advertisements were placed in local Powwow programs to make Native American students aware of the benefits of Meredith College.

· Targeted multicultural students assisted in all on-campus recruitment events.

· In an effort to reach middle school students and high school students earlier in the recruiting cycle, Meredith Admissions has hosted campus groups from Gear Up and Upward Bound.

· Efforts have been made to collaborate with USjournal.com to recruit international students through their website and their visitations to college fairs abroad.

Three newly targeted efforts have been made within the 2002-2003 academic year to enhance recruitment of diverse students:

· The admissions office attended the National Hispanic College Fair in Atlanta and the Hispanic Fair in Raleigh.

· The college profile has been printed in Spanish.

· The College has established 10 multicultural fellowships of $4000 each.

CAMPUS MINISTRY OFFICE OVERVIEW

The primary arena in which diversity is portrayed in this office is that of worship. In the regular Wednesday worship services, strong efforts are being made to be aware of the diversity of the Meredith Community as services are designed and speakers invited. Below is a list of activities for the academic year:

· African American Leadership Services. In early September 2002, the Anderson Family led the worship using traditional African faith songs. They also performed at the Volunteer Services Fair, an event co-sponsored by the Meredith Christian Association and the Office of Volunteer Services. Additional speakers from the African American community were present for the traditional Martin Luther King and Black History Month services.

· Local Rabbi. For a third year, a local Rabbi came to offer a traditional Jewish prayer service on Wednesday morning.
· Hispanic tradition. A service celebrating the Hispanic Christian tradition was also offered this year. Rev. Maria Palmer, a Hispanic pastor from Chapel Hill, spoke and Spanish language hymns from the Chalice Hymnal were sung. In addition, several Spanish majors offered the scripture reading and prayers in Spanish and English.
· Islamic lecturer. For a second year, Imam E. Abdulmailk Mohammed, the number two leader in the Muslim American Society, lectured on our campus in November. This event was co-sponsored by Campus Ministry and the Vice President for Academic Affairs.
· Student Religious Groups. The campus minister has worked cooperatively with several student religious groups that have sought recognition by the Meredith Student Government Senate. During the 2003 spring semester, both a Catholic student group and a group designed to represent minority religious groups at Meredith (Association for Religion Awareness) have been formed. Additional supportive conversations continue with several Islamic students who are attempting to form an Islamic student organization. 
VOLUNTEER SERVICES OVERVIEW

With the attention to the issues of inclusiveness and diversity at Meredith, the Office of Volunteer Services offers service opportunities that are open to all members of the campus community committed to addressing the needs of a local, diverse population. The volunteer services coordinator has a responsibility to provide guidance and assistance for students interested in creating their own service project or event. Following is a list of Volunteer Services events/programs for the academic year:

· Fall Festival. A diverse mix of children from after-school programs was brought to campus for Halloween trick or treating through the residence halls. This was a service project implemented by the junior class.
· MeredithREADS Literacy Program. This program has three ways for members of the Meredith community to become involved. Trained by a collaborative partner, MotherREAD, approximately 85 Meredith students, faculty, and staff are using curriculum and multicultural resources when reading aloud with elementary school children at one of several school sites. Students eligible for federal financial aid have also been trained by MotherREAD, Inc. and are working in preschools and childcare centers, affiliated with Smart Start. Meredith students enrolled in service-learning courses in education and child development participate in the MeredithREADS Program as part of their course requirements. All facets of this program work with children from diverse backgrounds and ethnicities.
· Alternative Spring Break Trip. This event is open to all Meredith students willing to commit time and energy to an international service project. In Spring 2003, a group of nine volunteers participated in service-learning experience in Belize. Working through Peacework, a non-profit international volunteer organization, this experience involves students in organized service that addresses local community needs, helps foster civic responsibility, and enables Meredith students to more fully appreciate cultural and economic differences. Structured time to reflect on the service experience is an important component of this service and learning opportunity. 

OFFICE OF COMMUTER LIFE AND DIVERSITY PROGRAMS OVERVIEW

In an effort to meet the needs of all the students at Meredith, the Office of Commuter Life and Diversity Programs offers assistance to the special needs of international students and students of color. These services and programs are a support system to the diverse population at Meredith College. We are dedicated to assisting all students in being successful academically and socially.

· Meredith International Association: (MIA) MIA promotes interest in other cultures through interaction with other students, faculty, administration and community groups. Being a member of MIA also allows for the opportunity to interact with other international organizations at area colleges and universities.

· Association of Cultural Awareness: (ACA) ACA exists for the benefit of all students of color and anyone who wishes to promote diversity at Meredith College.  The association is involved in a variety of activities during the academic year.

· Summer Symposium for Students of Color: The Summer Symposium for Students of Color is a two-day educational and transitional experience to foster a sense of community among incoming first year students of color. The symposium is an opportunity to provide students with campus resources, support personnel, coping strategies and cultural heritage activities. 
· Sister to Sister: Sister to Sister is a series of monthly programs that offers students the opportunity to develop friendships, establish support systems and participate in activities created especially for the student of color. The first 30 minutes of each session is designated for open discussions. 

· “Aspiring Angels” Mentor Program:  A mentoring program for all currently enrolled international students and students of color. This program provides an opportunity for students to establish relationships with professional women of color, explore career interests, and develop a network of positive role models.

· Campus Dialogues on Diversity: The Campus Dialogues on Diversity is an opportunity to motivate the campus community to work toward change. A variety of sessions are offered twice a semester relating to race, religion, sexual orientation, oppression and disabilities. Our goal is to broaden the minds of students, faculty and staff. 

· Meredith “N” Harmony:  Express yourself vocally through this recently established organization to increases awareness of diversity through song.

· Reference Guide for Diversity Resources:  This handbook provides numerous multicultural resources including scholarships, literature, local and national organizations, etc.

DISABILITY SERVICES OVERVIEW

The Counseling Center provides personal counseling and disability services to students free of charge. Disability Services assists students with disabilities who qualify under Section 504 and the Americans with Disabilities Act. Services include arranging for appropriate residential and classroom accommodations as well as helping students become more self-sufficient. 

The number of students with documented disabilities increased 58% since Spring 2002. The Counseling Center delivered disability services to approximately 180 students as of the Fall Session 2002. Sixty additional students have been identified as needing disability-related assistance. This increase brought the client-based projections for Spring 2003 to nearly 240 students.

Additionally, the Office of Disability Services is currently developing a faculty/staff awareness training program as well as an interactive web site to serve as a resource for the Meredith community.

GRADUATE STUDIES OFFICE OVERVIEW


The Graduate Studies Office has worked this year to increase enrollment of minorities in its four graduate programs in the following ways:

· Set up a recruitment booth at a meeting of the Hispanic Chamber of Commerce.

· Participated in a seminar at NCSU on “mentoring graduate students” focusing on minority mentoring.

· Gained understanding of new processes and procedures with regard to recruiting, admitting, and issuing I-20s to international students.

· Increased direct marketing mailings to HBCUs and to program directors of undergraduate programs in the fields in which we have graduate programs (Business, Education, Music, and Nutrition).

Current graduate minority numbers reflected in graduate programs have been determined and are listed below:

New Students

Fall, 2002

22%

Spring, 2003

24%

Total Graduate Student Body

Fall, 2002

20%

Spring, 2003

18%

GENERAL EDUCATION OVERVIEW

Meredith’s general education program intentionally and systematically addresses the challenges and great promise of cultural diversity. Our slogan is “Making connections; making a difference.” Graduates of Meredith will not be able to accomplish these two broad goals in combination without acquiring the knowledge, skills, and values necessary to function in a diverse global society.


The signature courses of the General Education Core Curriculum are designed to develop factual understanding of human diversity at local, national, and global levels. These courses also aim at developing a disposition toward valuing diversity. The courses, CORE 100, 200, and 400, address learning outcomes involving the development of skills in collaborative and productive work with and for people of diverse backgrounds, cultures, and abilities. The general education program will also seek to facilitate cultural exchange, meaningful communication, and action through the creation of collaborative partnerships with diverse community organizations. The program will require students to go beyond the campus walls in order to complete course assignments. General education at Meredith also encourages student participation in travel abroad by accepting particularly structured study abroad courses and independent studies in fulfillment of the CORE 200 requirement.

STUDY ABROAD OVERVIEW


Meredith College offers a myriad of experiences for students who want to spend a semester or year abroad. The mission of the study abroad program is to support the College’s commitment to developing global awareness in order to prepare our students for life in a world that is rapidly changing and becoming more mobile, fluid and interdependent. Therefore one of the main objectives is to provide opportunities for students to become more sensitive to and more comfortable with diversity. In addition to studying abroad, there are also opportunities for students to work, intern, and volunteer. The Meredith Abroad program also provides many opportunities to faculty to teach and travel abroad. Specific information on study abroad is currently available online, www.meredith.edu.
Meredith’s study abroad program has grown significantly since it started nearly three decades ago. One of the most popular programs is an 11-week summer experience in Italy, Switzerland, and England, which offers up to 12 semester hours of credit for students in any major. Other options include the following:

· A term at a university in Angers, France, for students of French;

· A term at a university in Madrid, Spain, for students of Spanish;

· A semester in the United Kingdom, South Africa, Australia and New Zealand through Meredith’s partner institutions;

· Affiliation with a university in Tokyo, Japan; and

· A program in Chinese language and culture in the People’s Republic of China

New programs have recently been established in Denmark, Poland, Bolivia, and Mexico. The Poland Program, to begin in July 2003, is the first study abroad trip to be offered for Meredith MBA students. 

The timeless lessons that studying abroad teaches also fit in with Meredith’s new core curriculum, to be implemented in the fall of 2003.

For the 2003 year, the study abroad office reports 66 students are involved in abroad programs. They also report 6 faculty are involved in summer abroad programs.

ADDITIONAL ACADEMIC AREAS OVERVIEW

There are many specific examples of programs and courses offered at Meredith that help promote and celebrate the value of diversity. A strong example of this can be found in the School of Education’s recent “conceptual framework” for teacher education, which has “diversity” at its very core. Throughout the teacher education program, you will find solid instances of efforts to provide students with diverse experiences and understandings. 

Another strong example would be the International Politics course taught in the History and Politics Department. This course examines the politics of international trade, the effect of globalization on the U.S. economy, the role of multinational corporations and non-governmental organizations in global politics, and relations between the developed and developing worlds.

Select examples of course work designed to promote diversity include the following:

· “Awareness and Discovery” Capstone course

· “The Myths We Live By” Capstone course

· History courses concentrating on Eastern civilizations

· World Religion 

· Foreign Language Conversational and Literature courses 

· Sociology courses in Race and Ethnic Relations, Social Problems, Oppressed Groups and Social Justice, and Social Stratification

REVIEW

The Committee on a Diverse and Inclusive Community concludes from their investigation that Meredith College has desired more diversity for over 35 years; however, specific campus-wide coordinated efforts to increase the number of diverse students at Meredith College have been lackluster. Upon initial review of the aforementioned overviews provided, notable efforts across campus have been made by a number of offices, divisions, and departments. Yet these efforts are “piecemeal” at best in that they do not fall within a broader coordinated campus initiative. While an incoming student, faculty, or staff member might recognize many institutional diversity efforts, they will not find those efforts sustained, “seamless” (integrated across divisional boundaries), or largely effective over time. In other words, Meredith College currently promotes a “silo” approach to diversity planning and programming. 

We need to re-vision the issue of diversity. We need to utilize a sustained and integrated approach to diversity in order to make a “world of difference” and “build community”.  Historically, we have seen diversity as something we add to our existing community, not as something we, by definition are. As long as we see it as an “add-on”, we will be only minimally successful. 

Frankly, a number of private colleges have found that financial adversity is a compelling reason to increase diversity on campus. We are in the far better position of deciding, without economic impetus, that we want to be a more varied and inclusive community because we think it is the right thing to do.

Assessment of Progress

STATEMENT OF BEST PRACTICE

According to the Executive Report from AACU, “the analysis of campus diversity now includes new developments” in the following categories:

· Climate 

· Curriculum

· Scholarship

· Institutional practice

· Mission  

Such changes require institutions to be “altered” if they are to better educate and prepare all students for a changing world. Research literature suggests that diversity initiatives positively affect the campus community in a number of ways, including improved attitudes and feelings toward inter-group relations as well as institutional satisfaction, involvement, and academic growth. 

“Altering” Meredith College would be an enormous undertaking, requiring that significant research-based practices be established for affecting institutional change. A number of recommendations can be made, including but not limited to, the following:

1. Under-represented students need specific programs, which focus on their transition to college and their campus experience. 

2. Establishment of student mentoring programs which involve peers, faculty, and staff; creation of specialized student groups and support services; generation of opportunities for interaction and inter-group dialogue; provision for increased diversity in the curriculum; clear analysis of what students need to know and do in order to function in a diverse workplace and global society. 

3. A campus-wide commitment to diversity, related to increasing recruitment and retention of students, faculty, and staff from underrepresented groups. A focus on diversity, spearheaded by someone committed to ensuring coordinated and ongoing efforts are made, will help ensure that every place at Meredith is a diverse space. 

   SHORTFALLS

In reviewing “best practices” of successful colleges and universities across the United States, current research, and recent efforts by Meredith College to increase campus diversity, several shortfalls are noted. In other words, what is versus what should be are in conflict. CDIC has identified the following “gaps” at Meredith College:

· There is no coordinated, comprehensive diversity vision and action plan on campus.

· There is no person whose job it is to be accountable for this effort.

· There is insubstantial financial support for studying, supporting, and increasing diversity on campus.

· There is no tradition of diversity leadership at a vice president level and minimal diversity leadership at the dean and associate dean level.

CHALLENGES

While reports of successful diversity initiatives are encouraging, we must be cognizant of the likelihood that challenges lie ahead with a full diversity initiative. Research tells us that efforts to promote and celebrate diversity within a campus community environment often encounter substantial barriers to success, including but not limited to, the following:

· Sustained funding

· Breaking the culture’s traditions

· Student, faculty, and staff “readiness”

· Enthusiasm for implementation of yet another college-wide initiative

· Internal and external perceptions of the institution’s role in higher education

Defining diversity at Meredith

Meredith College is proud to be a community where people are encouraged to express their individuality. We recognize the benefit of providing an environment that affirms difference as we promote lives of thoughtful inquiry and service. We invite such complexity as a means of encouraging rich possibilities within our reach and embracing values that promote the common good. Our commitment to “educate women to excel” impels us to create a diverse climate that assumes equity, moves beyond tolerance, and fosters community. At Meredith College, we work to build inclusiveness by promoting a climate of understanding and trust for learning, living, and growing.

 findings and recommendations

After thoughtful deliberation, CDIC makes the following specific recommendations to President Hartford:

I. Conduct a needs assessment and design campus diversity training and development opportunities. 

II. Adopt comprehensive admissions and human resource policies to support ongoing attraction and retention of diverse students, faculty, and staff.

III. Commit to sustain a comprehensive, integrated, and regularly assessed diversity endeavor.

I. Conduct a campus needs assessment and design campus community training and professional development time devoted to diversity.

In order to determine what is most needed, baseline information on diversity should be collected. The following recommendations are made in order to increase campus understanding of diversity issues and strengthen our diversity skills.

· Campus Needs Assessment Tool and Diversity Surveys. We need to select a comprehensive campus needs assessment tools by Fall 2003 that will measure diversity knowledge, skills and dispositions. Incoming freshman and outgoing senior students already take surveys that provide some input on early and exiting attitudes regarding diversity; however results from these efforts have not yet been gleaned as a means of improving the diversity picture. We recommend that the specific selection of student survey instruments be determined in consultation with the director of general education and the General Education Committee. New faculty should be measured annually for 3 years and individual professional development plans be determined. A plan for ongoing faculty needs should be developed. Selection, collection, and compilation of such work analysis data should be a duty of the Office of Research, Planning and Assessment and regularly shared with members of the Senior Management Team. 

In conjunction with such a comprehensive assessment strategy, CDIC recommends the use of diversity consultants to help conduct needs assessment and develop a more specific action plan if the expertise is not available within Meredith. 

(NOTE:  Wellesley College has access to a great consulting firm)  

· Diversity Grants. We recommend the establishment of a Diversity Council (see Recommendation III). Diversity grants would be awarded by the Diversity Council, following a strict protocol, and would allow faculty and staff to submit applications for monies that would be solely focused on self-improvement, programming, research, or community service related to diversity. 

· Training Toolkit. We recommend the development of an array of diversity training tools, available to the entire campus community. Many of these resources could be made available online for easy access. A comprehensive program of education and training, including a review of legal issues, best practices, and research related to recognizing, valuing, and effectively managing differences, should be made available to students, faculty, and staff. The Diversity Council (see Recommendation III) would coordinate, update, and organize such resources. 
· Workshops/Seminars/Panels. An ongoing series of educational training opportunities addressing topics determined by the needs assessment results should be coordinated.
· Diversity Training Institute. An annual intensive training opportunity for faculty, students, and staff should be developed and implemented. 
· Study Circles. The YWCA of the Greater Triangle, Inc.’s “Study Circles Training Program” could be a resource for diversity training.

· Peer Education. Meredith should extend their current peer education programs (i.e. General Education reflection leaders, student advising) to include opportunities for more students to become involved in peer facility groups (i.e. Theatre-troops, Safezone). This would be a wonderful tie-in with the current focus on service learning and greatly enhance the diversity initiative. 

· Directory of Resources. We need to create a comprehensive directory of publications that can be used as a resource by the entire campus community for issues surrounding diversity (i.e. speakers bureau, multimedia lists, Wake County community diversity events, Wake County religious opportunities, etc.). Such a directory could be maintained by and available in an office for Diversity and Inclusion. We recommend such resources be published on the website. We recommend also that highly recognized diversity plans from both profit and non-profit organizations (see Diversity.com Friends of Diversity web pages) be included for review as the diversity initiative plan unfolds and moves forward in the future.

· Free Conversational Spanish.  We need to provide immediate informal opportunities for faculty and staff to learn Spanish. North Carolina has the fastest growing Latino population in the nation. As the College focuses more on service opportunities in the community, faculty and staff need to feel comfortable and confident around Spanish-speaking individuals. 
(NOTE: Some college campuses are offering conversational lessons over lunch).
· Role of Alumnae. Involve alumnae in specific programming targeting diversity such as providing mentoring to undergraduates. The Alumnae Association is ideally positioned to sponsor and lend support to the campus-wide focus on a strong diversity initiative.
· Additional Training Ideas.  The CDIC recommends that the Diversity Council research successful program models used in corporate and educational arenas, and implement for use by Meredith College students, faculty, and staff.

II. Adopt comprehensive admissions and human resource policies to support ongoing attraction and retention of diverse students, faculty, and staff.
In order to significantly increase the diversity of Meredith College students, faculty, and staff, we need to significantly increase the resources devoted to recruitment and retention. The CDIC makes the following suggestions: 

STUDENT RECRUITMENT

Meredith will increase its efforts to attract and retain students who will bring greater diversity to our campus.

· Cross-Campus Cooperation. We need to increase cooperation among college constituencies that are already supporting this agenda – leading with our admissions office and including our foreign language and international studies faculties; our international and African-American student organizations and their advisors; our faculty, staff, and students of diverse backgrounds; our study abroad office; and others with special commitment to this agenda. Recruitment will be less effective if any piece is missing from the process.

· Office of Admissions. We need to increase the number of specialized admissions counselors. We need counselors whose sole function is to recruit underrepresented populations to Meredith. It is unrealistic to expect that one “diversity” recruiter can recruit African American, Latino, International and non-southeast U.S. students with equal success.

· Marketing. We need to re-think all aspects of the college marketing program with diverse populations in mind. We particularly need to update the appearance of Meredith publications, inviting input from more sectors of our campus than we have traditionally. Diversity is more than a photo of a token diverse student. It can also be an aesthetic statement. We need to develop collateral materials for students, and the families of students, that we want to attract. In addition, we need to develop multicultural materials that honestly address our realities, as well as our aspirations.

· Latino Recruitment. We need to utilize qualified Meredith faculty and staff to provide the linguistic and cultural expertise essential to successful recruitment both in the Latino community and in Central and South America. We need Spanish-speaking individuals to be present with our non-Spanish speaking recruitment staff, when attending Latino festivals in North Carolina or on recruitment trips in Florida, Texas, Chile and beyond. Initially, we should establish our web site in Spanish as well as in English. This will make an important statement to all who read it. Additionally, we need to work closely with the N.C. Society of Hispanic Professionals, inviting them to meet on our campus and enlisting their counsel in our recruitment endeavors.

· International students. We need to increase the number of international students by working closely with embassy and consular educational officers and with our own international affiliates to identify promising prospects. Additionally, Meredith College needs to participate in select international recruitment fairs online, at home, or abroad. 

We need to recognize that our web site is the primary recruitment tool for many international students and make certain that it gives them the message they need to receive. We need to look at programs like Babblefish that translate web sites into languages other than English. And we need to fund a scholarship program that would allow us to bring two brilliant young leaders to Meredith per year and require high campus and community visibility of these scholars. We would like to have area multinational businesses to sponsor these scholars and to find them appropriate host families and mentors.

Additionally, Raleigh, and in fact all of North Carolina, has a large and growing international population. The region also has a large number of international students at area universities. These populations have family members in their countries of origin.  These are contacts we have never used for recruitment purposes, but they could certainly be helpful. 

(NOTE:  A consultant from a college with a large international population, like Bryn Mawr, would be helpful).

· Community Presence. We need to have a stronger presence in the African American, Latino, and International communities in our area. In our professional development plans, we need to have the option of engaging with diverse populations as one of the ways in which we serve the college. Marketing research in the last decade suggests that many area minority high school women do not know of Meredith. This needs to change. We need to add a faculty/staff award for community service.

· Community Programming. We need to open our campus and resources to diverse communities, making sure they know they are welcomed to hold meetings on our campus by specifically inviting them to do so. We need to consider offering programming that would be beneficial to these groups and to work through existing community structures – sororities, churches, community development programs – offering, for example, leadership training, continuing education opportunities for women ministers; tax form completion; financial planning; retirement planning for teachers; literacy training; English language lessons. Obviously, we need to know what these communities see themselves as needing – and we certainly need to bring some of our programs to the local communities.

· Entrée to Community. We need to utilize the community network that our diverse faculty, staff, students, and alumni already have. We need to ask our housekeepers if we could do programs in their churches, for example, something we have never done. We need to ask our Native American students if they can help us gain wider access to their community organizations and to use the considerable expertise and contacts of our faculty in this area as well.

· Programming for Pre-College Students. We need to increase the number of summer and weekend programs for diverse high school and middle school students, using the well-established models of the Looking Toward College summer program and the Leadership Conference for High School Women weekend program. Additionally, we need a number of generous scholarships to support outstanding diverse students who would like to attend such events. 

(NOTE:  Anecdotally, we understand that there are students who would like to come but cannot afford to. We could offer programs in such varied areas as leadership, writing, fashion design and garment assembly, art, music, athletics, etc.)

· Diverse Alumnae. We need to reconnect with diverse alums, many of which report being disaffected from their alma mater, some having found their experience here painful. This reconciliation effort will need to be initiated by the President. Faculty could be helpful resources. The alumnae association stands ready to welcome these women and to support their re-engagement with the College.

· Curricular Re-thinking. We need to continue the efforts begun in our general education reform to make our curriculum reflective of diverse perspectives and responsive to global issues. We need to offer more majors and minors that focus on or incorporate multiculturalism (i.e. Women’s Studies, Diversity Studies). We think this will help with retention as well.

· Monitoring Other Colleges. We need to look at successful programs at other colleges that have proven to attract and retain diverse students. We need to be constantly evaluating the likelihood of their success on our campus, where too often we say, “that won’t work here.”

· Community Colleges. We need to recruit truly outstanding students from community colleges, which historically have had diverse student bodies. We need to develop appropriate recruitment strategies to apprise such students of the advantages that a Meredith education affords. We need to assist them in getting established in the community by maintaining lists of appropriate housing options, etc. without affiliating ourselves with specific housing agencies. Relocation expenses are an issue we need to address, possibly through institutional loans. Longer range, we need to have on-campus housing that is appropriate for women with children, as well as enlarging upon our present childcare facilities. We need to revisit old articulation agreements and generate new ones. Working more closely with community colleges from which we regularly receive students would have the added benefit of strengthening the preparation those students receive prior to arriving on our campus.

· ESL Summer Programs. Many colleges find it profitable to run English language summer schools for international high school students. We could do so and include North Carolina Latino students as well. Such programs could become strong recruitment opportunities. We have never done a feasibility study on establishing such a program here. We have an ideal campus and location with a ready cadre of program instructors and assistants.

STUDENT RETENTION

· Student Support Position. The name of the Office of Commuter Life and Special Services has been changed in May 2003 to the Office of Commuter Life and Diversity Programs to reflect current services and programs offered to students of color and international students (list of current programs is attached). While current programs do begin to address the needs of students of diverse populations, Meredith College should consider creating a position dedicated to diversity services and programs in order to demonstrate the College's commitment to multiculturalism and diversity education for students. An additional position is needed in the Office of the Dean of Students. This dedicated position (Director of Diversity Programs) is essential for the retention of diverse students and for the education of all Meredith students on diversity issues. 

· Grants and Scholarships. We need grants and scholarships, grants and scholarships, grants and scholarships – repaid by service to the agenda of recruitment and retention of other diverse students.

· Diversity Grants for Curricular Enhancements. We need a fund not unlike the Creative Ideas Fund for the addition of diversity components to the educational experience offered at Meredith. Division heads, deans, department heads, and program heads need to have diversity plans as surely as they have assessment plans. Such plans should address curricular, co-curricular, and extra-curricular endeavors.

· Worship Center. We need to create worship space conducive to non-Christian worship. The presence of such space would in and of itself be a powerful statement on our campus. Local high schools provide places for Muslim students to pray. We do not. Jewish students do not see a Star of David anywhere at Meredith. Humanists, Buddhists, Hindus would all benefit from a sacred space that was inclusive. 

(NOTE:  Wellesley College has a wonderful model of this on their campus).

· Anti-discrimination policy and reporting process. We need to clearly define and communicate such policy and process to students. There should be assurance that students can use these avenues without fear of retaliation. 

· Advisors. We need to place diverse students with advisors who have been handpicked for their commitment to and skill with diverse students. Students often report that they do not feel that their advisors understand what they are facing.

· Host Families and Mentors. Host families or mentors should be recruited and vetted for all diverse students – students from far away, students from other countries, gay students, and ethnically diverse students. The Sister-to-Sister Program is an admirable model for similar efforts with other student groups. The Alumnae Association is very interested in assisting with this endeavor. 

· Weekends. We need to ensure that we offer students a lively array of weekend activities. And we need to ensure that these activities appeal to diverse students, taking into account their preferences in recreation, food, music, etc. Transportation to off-campus activities should to be provided for, as well.

· Central space for diverse groups. In the long-range facility master plan, a new or renovated student center would include a central area devoted to providing programs, services, and support to diverse students (i.e. Office of Diversity Programs, Study Abroad, International Student Services, 23+Office, Dean of Students Office). This area would also include meeting and dialogue rooms.



The recruitment and retention of diverse faculty and staff is essential in promoting a community that is rich in human resources and possibilities. In order to create learning and working environments that values diverse ideas, a variety of skills and a spectrum of talents, action is needed to recruit and retain underrepresented minorities.


The number of recommendations for an enhanced Office of Human Resources prioritized in the Proposed Diverse Faculty and Staff Recruitment and Retention Subcommittee Plan leads us to believe that there are structural problems that hinder diversity efforts at Meredith College.

In order to recruit and retain a diverse faculty and staff, CDIC specifically recommends the following:

FACULTY AND STAFF RECRUITMENT AND RETENTION

· Human Resources Office Enhancement and Oversight. We need to consider a reorganization of the human resources office to include the current structure related to diversity. There is a need for human resources to take the lead in ensuring that a recruitment plan for diverse faculty/staff falls within established guidelines and that all divisions are consistently and effectively operating toward achieving recruitment, hiring, orientation, and termination practices that promote diversity. Hire an Associate Vice President for Business and Finance with human resources and benefits knowledge, mediation training, and diversity training skills. The person in this position would supervise the existing office and would enhance recruitment efforts, assist in development and publishing of a human resources website to enhance on-line recruiting efforts, provide initial diversity training for faculty and staff, serve as an authority on benefits, ensure consistent staff titling, and provide other services related to diversity initiatives, mediation programs, and compliance reports. 


Additionally, anti-discrimination policies should be clearly defined and communicated to all employees. Meredith should look to the success of many highly visible top businesses and the manner in which they have provided employees several avenues by which to resolve discrimination issues, including ideas such as “employee hotlines” and “ombudsperson” positions. Whatever the program, there should be assurance that employees can use these avenues without fear of retaliation. Better management accountability is needed on this issue.

· Position Announcements. We need to post vacant positions in a variety of diverse publications and databases.

· Faculty Exchange program. We need to create a faculty exchange program, administered by the Diversity Council, with neighboring institutions to invite diverse faculty to teach for a semester at Meredith College and provide our own faculty with an immersive diversity experience. Consider use of special incentives to attract interest in such a program (i.e. stipends, course release). 

· Minority faculty and staff incentives. We need to create a funding program for minority faculty and staff to assist with tuition and expenses to earn graduate degrees. Meredith College should consider recruiting minority faculty and staff utilizing such professional development incentives. Consideration should be given to the following incentive offerings

· Reward individuals who foster diversity in programs and other areas on campus (i.e. diversity award).

· Add a floating holiday for religious/cultural observance other than those designated currently as a day off.

· If requested, provide e-mail addresses for all employees and make computers accessible to all employees in their break rooms or other designated staff area. 

· Waive technology fee for faculty and staff when taking classes on campus.

· Domestic partner health and benefits. We need to investigate successful domestic health and benefits programs and determine a plan for Meredith College.
· Faculty/Staff Mentoring Program. We need to continue assignment of faculty mentors and ensure there are continued formal and informal opportunities for interaction between new and existing faculty. A mentoring program of a similar nature should be developed for staff.
· Disability Committee. We need to either establish a standing disability committee composed of faculty and staff to survey and monitor faculty/staff disability needs or add to the current charge of the existing disability committee to include faculty/staff disability recommendations.
III. Commit to sustain a comprehensive, integrated, and regularly assessed diversity endeavor.

· Environment. We need to create a campus climate that affirms and celebrates diversity. In order to create such a climate, we propose a “seamless” approach for planning, programming, and providing resources. Increased diversity awareness is the responsibility of the entire Meredith community. Additionally, CDIC recommends décor and art reflective of diverse populations to be installed to provide a much-needed visual commitment to diversity issues. Such a broad campus attitudinal commitment will help ensure that every place at Meredith is a diverse place.
· Vice-President (or Senior Manager) for Enrollment Management and Diversity Affairs. Our research shows it is imperative that the diversity initiative moves forward with direct oversight from senior management leadership. Therefore, CDIC recommends that Dr. Hartford strongly consider this senior administrative reorganization (or one of a similar nature) in order to accomplish this goal. In light of current budget restraints, CDIC recommends a redefinition of the current Enrollment Management Position to include responsibilities for the diversity initiative. This position would provide strong impetus and oversight from a senior management level for the diversity initiative to move forward in a systematic fashion. We suggest the following:
1. The admissions office and financial aid office will report to this vice-president (or senior manager). 
2. This vice-president (or senior manager) will strongly advise and assist in planning and evaluation of marketing projects as well as institutional effectiveness reports/items related to diversity efforts.
3. This vice-president (or senior manager) will become the responsible administrator for the Diversity Council (listed below). 
4. This vice-president (or senior manager) must make every effort to work across all divisions to ensure an integrated and collaborative diversity approach. 
5. This vice-president (or senior manager) should report directly to Dr. Hartford.
· Diversity Council. We need to establish a standing campus diversity council including membership representation across all divisions. The charge of this Council is to facilitate the diversity initiative including, but not limited to the following:
· Report to and receives advisement from the senior management team regarding the diversity initiative. 
· Coordinate diversity division planning and programming – create a diversity calendar on the website and report campus diversity programming to the master calendar.

· Work with the Research, Planning and Assessment Office to coordinate all needs assessment tools and survey instruments as well as a plan for implementation and evaluation.
· Assist with the operation of a centralized directory of diversity resources.
· Research and recommend additional training opportunities currently in use by corporations and educational arenas. CDIC recommends a good place to start is the “Friends of Diversity” sponsorships cited on www.diversity.com.
· Maintain diversity web page.
· Review diversity grant applications and collaborate with Diversity Council to administer the diversity grants (see Recommendation I).
· Create ongoing short term/long term diversity goals for the College.
· New Office in Student Development. We need to further enhance the current services and diversity education provided by the Office of Commuter Life and Diversity Programs. As indicated under Recommendation II, a new position in the student development division would be created that would involve shifting responsibilities out of the current office to accommodate new diversity-related responsibilities. For a more comprehensive list of suggestions in enhancing this new office, refer to the subcommittee report for the Development of a Center for Diversity Issues and Multicultural Affairs.
· Curricular. We need to strengthen current curricular offerings by consideration of diversity issues and we need to create new programs/courses 
· Marketing. We need to clearly communicate with the campus community the plan for new marketing strategies. A representative from the marketing office would be appointed to the Diversity Council to ensure that diversity is an integral part of the marketing plan. 
· Division and Departmental Diversity Plans. We need to encourage divisions and departments to consider the diversity initiative when planning and administering programs. All areas should make concerted efforts to engage in and communicate with the Diversity Council regarding specific diversity efforts.
final word

Over the course of its work, CDIC has determined that the recommendations outlined in this report could best be realized when a broad campus commitment to diversity is “embedded” within the culture of the College. Vision, commitment, and leadership are essential for systematic change to take place. Instituting change and “altering” our climate at every level is important if we intend to transform in a persuasive rather than localized way. This document serves as a recommendation guide with the understanding that more specific strategic planning needs to take place at a senior management level to ensure that issues of diversity are ongoing considerations. We envision our senior management team holding individuals accountable by utilizing all the management tools (i.e. budget, incentives) available to them in order to meet the goals of this plan. Virtually all diversity reports that have been reviewed from other colleges and universities have a singular conclusion:  “Continued work is necessary!”  
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