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EXECUTIVE SUMMARY

The 200405 report comes at atime when theUniversity Diversity Counal isfacing the
trangtion of moving beyondthefirst four years when thegod was to mobilize all theunitsto
reflect, adopt and implement thegods of the Diversity Action plan asacritical and
complementary initiative to the Academic Plan. During thisfifth year, we are asking questions
tha will push usbeyondmeasured progress to a pro-active trandormation. As such, we eagerly
await theresults of the metanarrative tha the conailting firm, Globd Lead, will present to usthis
Spring. We want to broaden our focusfrom the minutiae of each unit® efforts to concentrate on
wha theimpact of these diversity audits have meant.

As of 200405, mog of theunits are engaged in programmatic activities, climate surveys,
recruitment/retention endeavors, establishment of diversity committees, and other useful efforts.
Despite the knowledgeganed throughthese efforts, the numbers, percentages, and overall
demographics have not changed significantly. Indeed, althoughwe met our expectationsfor
hiring Latino/a and Asian American faculty, we did not do so with women and African American
faculty. Our 5-year god wasto increase the nunmbe of women faculty by 197;in fact we
decreased by two. The African American god was to add 28 faculty; we decreased by three.
Theefore, it istime to reassess how to take diversity to amore materia, structural, and
nomalized level. Thismeansdiversity needsto be so infused in thethinking and opeaation of
theUniversity tha it becomes something we do as pat of whowe are. It isin that spirit tha the
University Diversity Counal makesthefollowing suggestions

* Greater Accountability: There are now many localized diversity committees and
coundls, butthereisalack of accountbility, unified structures, incentives, and measures
within and throughoutthese variouscommittees for accomplishing the gods of diversity.
Performance management assessments at all levels should indudeand enforce diversity
congderations

* Fuller Sharing: Thos unitstha have become modds of excellence need to take more
of an initiative in discussing with other colleges their strengthsand strategies. The more
successful units should be given extraresources to hdp them work with othe units. Just
asthere are resources for people who are struggling with teaching, there should be
resources for those struggling with diversity.

* MoreFeedback: Thos writingthereports need to see tha each report is circulated,
read, and critiqued by awider audience. It is hard to moveforward withouthaving aclear
picture and an interpretation tha isinformed by those who are implementing the
activitiesand policies. Also, for many of theunits, it is hard to gather a cohaent picture
of wha they are doing because the disaggregated daa are not aways interpreted in light
of thefuller picture.

* Bolder Initiatives: 1) Unitstha produce minority and women graduaes need to
formulate appropriate plansto recruit these graduaes as visiting, tenure-track, or tenured
faculty. 2) Unitstha consstently refuse to improve their demographics should nat be



allowed to continuehiring. Units withoutdiverse pools should not be able to move
forward with their searches. 3) There needsto beon-site externd diversity reviews of
units.

* Further Outreach: TheUniversity needsto take advantage of every oppatunity asa
recruitment oppotunity. Theingitutionis goodwith its development campagns It
should be equdly goodwith diversity campagnsN using faculty, administrators, and
student leaders who are aready here as agents for publicizing the strengths of the
university. For example, we have a Black Graduae and Professiond Caucus an Asian
Pacific American Caucus an Hispanic Graduae Organization, and other groupstha are
undeutilized and well postional to hdp with diversity efforts. The University could
have a competition for these groupsfor funding a (pring Break Recruitment Tour,Owith
the student leaders returning to thar numerouscollegesto recruit for the University. The
best recruiting tool for undegraduae and graduae students in underepresented groupsis
for someonewho once stoodin ther shoes to stand before them and encourage them.
Idedlly, faculty and/or administrators should bewilling to bea pat of these tours.

Another area of outreach that mog units, when given the choice to write their own
naratives as they were given thisyear, did nat comment on was the use of minority
vendors. OSU mug continueto emphasize why the hiring of minarity busnessesis
important to the mission, growth, and goodwll of OSU as aland-grant inditution.

* Informed Rhetoric: Units still betray their conflictud attitudes by referringto Qualified
women and minorities,O Qolerance for diversity, OGexud preferencesO

In sum, the University Diversity Coundl and theadministration need to keep pressing al of
the university@ condituents onissues of diversity. Too many urits opeate from anarrowly
condrued vision of diversity and are quickly satisfied with accomplishing onetype of
diversity. Students and faculty need to embrace diversity as a core value Academic units
need to play ther pat ininditutiondizing the merits of diversity and can do so throughther
own disciplinary lenses. Uponreceiving the 20042005Diversity Leadership Award at this
year@ Colleges of the Arts and Sciences Honors Reception, Ralph Boerner, Chair of the
Department of Evolution, Ecology, and Organisma Biology, offered thefollowing
observation aboutenvisioning diversity as adividend rather than adeficit:  Evolutionary
biologists tell us that the more diverse a population is, the more quickly it can respond to
changes in the environment. Similarly, ecologists tell us that the most diverse ecosystems are
also those that are most stable in the face of disruption or disturbance. Thus it was no
surprise to us that as the diversity of EEOB has grown, so has its student enrollments, its
research productivity and prestige, and its ability to respond to opportunities. Taking
positive action to increase diversity hasn’t hindered us in achieving our goals in research,
teaching, and outreach. Quite the contrary, building and maintaining diversity has
facilitated our progress.” Thechdlengeisfor al unitsto recognize thevauetha diversity
bringsto thearenas of teaching, research, and service.

The University® emphasis on diversity is notgoing awvay, for academic excellence depends
upondiversity notonly surviving, but thriving.



ARTS AND SCIENCES COLLEGES

Arts

Overall Assessment

Basdon information providedin the 2004-2005 Diversity Planpreparedby the Callege of the Arts, itis
clearthat the Cadllege hasa strong framework for achieving its diverdty goals. Leackership for diverdty
comesfrom the Dear Execttive Committee;an Assistart Deanhasprimary regponsibility for working
with students and all College personnel to coordinate and facilitate diversty initiatives College
demayraphicsclealy indicatke that diversty is a certral goal of the unit. In the 2004-2005 acaagmic yea,
the Callege facuty is 42.1% female and 13.1% minority. Within the undergraduate population, 12.9% of
studerts come from racial/ethnic minority groups. Among graduate studerts, womenaverage 60% ard
minoritiesaverage 12.9%. Of the eight acacemic unit head, five are female, one is a minority female and
two areopeny GLBT. Cadllege coursesarerichin diversity, and new diversty coursesareadded
reqularly. A planto increase minority vendor participation wasimplementedin July of 2004. Dears ard
unit head arecommittedto diverse applicart pools for facuty and acacemic leacdkership positions.

It appeas thatthe College hasregponded proactively to some of the recommerdations mack by the
Council on Diversty in 2003, egecially those calling for implemertation of Qliversty climaieOsurveys.
A 2004 Qxlimate for diverdtyOstudert survey found that diversty is openly supportedand recaynized
within the Callege ervironmert. However, the report doesnot indicatk if the College hasmacke progress
onitsplansto callectinnovative ideasabout diversty from other OSU units and to consult with the
Office of Minority Affairs and the Womer( Place to develop strategiesto mertor African American,
Asianand Latino and Latina Assistart Professorsin the College.

Special or Continuing I nitiatives
! A College Diversty Fund providesincertivesfor recruiting and retaining womenand minorities
! A Faculty Administrative Fellows Programis desgnedto give interesedfacuty a part-time
administrative experience.
! Travel grants for facuty and students frequertly fund researchproject about divers cultures

Future Plans/Recommendations

Among otherinitiatives the College plans to implemernt Glimate for divergtyOsurveys amang faculty
and staff with follow-up surveys and focus groups to track progress. While the Callege indicatesthat it
intends to look atthe 2010 Ohio population egimatesas benchmarks for improving facuty diversty, it
should not be limited by these numbersin all cass Also, in light of the urgent needto preparestudensto
live and work in anincreasngly divers society, the College should include the needfor diversty in the
College curriculum amang its publisheddiverdty goals. In future reports, the College should also detail
its efforts in divergfying its staff, anareait shortchangedin thisreport. The 2004-2005 diversty report
indicatesclearl thatthe College of the Arts plansto continue to striveto achewe its diversty goals, ard
the Council applauds what |ooks like substartive efforts.

Biological Sciences

Overall Assessment

The Deanard one of the two associate deans are majority women All six of the departmert chairs are
majority men Although the raw number of womenfaculty hasincreagdfrom 16 to 18 in the period
2000-2004, the percertage of womenfaculty hasdeclinedfrom 20% to 18.5%. From 2000-2004, the



number of Asian Americanfaculty hasrangedfrom 6-10, Hispanic facdty from 1-2, Black faculty from
0-1, with 0 Native Americanfacuty. Staff is more diverse with womencomprising 54% and together
Hispanicsand Blacks comprise 13.6%.

Very little racial/ethnic diverdty, other than Asian Americars, exists amang graduate studerts. Although
womencomprise 53% of graduate studerts, they hold 47% of GTAs ard GRAs. In addition, until the lag
acacakmic year(03-04) womenhave beenfor 4 of the last 5 yearsdisproportionately represertedin the
rarks of GTAs while menhave beendisproportionately represertedin the rarks of GRAs. For the years
2000-2004, menheld 55% of the GRAs and womenheld 45%, and menheld 48% of the GTAs while
womenheld 52% of the GTAs.

The College did regpond to the two recanmerdations mack in the 2004 report. First, the College
aralyzedits minority purchasgng and hasindicaiedthat much of its purchasesare for lab suppliesthat can
be obtainedfrom only afew large companies The Callege also suggeds that becawseitsresach
sperding is high comparedto the other colleges the absolute dollarsof purchasesfrom minority vendors
would compare quite favorally to other units. The College pledgesto becanemore vigilant in pursuing
minority purchasng opportunities Secad, the College did complete the climate assessmert regardng
GLBT issuesand is aralyzing the reaults. The College aso isworking with Humaritiesto co-sponsor a
visit by a scholar on the biology of genderidertity.

Special or Continuing | nitiatives(all should be continued)

* The Deanherslf chairs the College@ Diversity Committeewhich sends a strong mesage about
the importance of diversty

* Undergradrecauitmert strategy for minority studerts hasbeensuccesful and servesasa model
for other calleges(including an outreachprogram to Columbus Public Schools with DNA
fingerprinting workshops)

* TheCadlegeisamember of Louis StokesAlliance to recruit minority graduate studerts

* The Cdlegeisre-examining its recrutment practicesfor womenfacuty basdon the campus
visits by Virginia Valianand Debra Rolison

Future Plans/Recommendations

* Nationwide, from 1993 to 2002, womenearred44.7% of all doctoratesin the Biological Sciences
and held 30.2% of Assistant Professorships. In light of the substartial disparity betweenthe
number of womenin the nationwide facuty pool, we applaud the Dear(3 efforts to move the
Collegeto vigorously re-examine its recruitmert pracicesfor womenaswell asminority facuty.

* The Cadllege should consider efforts to attractits bes womenand minority Ph.D. graduatesback
to OSU asfaculty memlers asaway to diversfy the faculty.

* The Cadllege should examine the disparity betweenthe number of womenwho are graduate
students and the number who hold graduate assistartships, aswell asthe disparity betweenmen
and womenin the GTA versus GRA rarks ard the possible negative impact of the disparity on
womer@ potertial acacmic caregrs.

e The Cadllege should follow-up on GLBT issues the final conclusions of the survey aswell asthe
reallts of visit by the scholar on gender idertity.

* The Cadllege should provide the informaion for the approach it hassuggededbe usedto analyze
minority purchasng



Colleges of the Arts and Sciences

Overall Assessment

The Collegesof the Arts ard Sciercesis a federation of the five callegesof the Artsand Sciences Their
report briefly describesthe progress made by each of the collegesand the federation in meeing the goals
of the Diverdty Action Plan

The report indicaiesthat the College of the Arts and the College of Humaritieshave had Ghoteworthy
succesOacrass all facuty rarks and staff and students. However, in reviewing the data, the College of
the Arts hasaddedtwo AfricanAmericanfacuty but lost two; has added four female full professors but
lost four associate and one female assistart professor. Hencethere is no substartial progressin temms of
womenand minority facuty.

The College of Humaritieshasgained four female full professors but lost one associate ard four assistart
femalefacuty. They have gainedfive Latino/afaculty and overal gainedone African Americanfacuty
member.

The report indicatesthatthe Callege of Sccial and Behavioral Scienceshasnot beenvery successful, and
the demagraphics support this conclusion. Overall there are two fewer womenfacuty, threefewer Asian
Americanfacuty and two additional African Americanfacuty.

The College of Mathemaicsand Physical Scienceshasfocusedits efforts on recruting more women
facuty and arebeing successful. Overall they have gainedthreefemale faculty Btwo at the Associate
professor rark and two Assistant Prafessors. They have lost one female full professor. Therehasbeenno
progress on racial/ethnic diversty.

The College of Biological Sciencesis gaining more female facuty and recruited one African American
and one Hisparic assistart professor. Overal, they have gained four female facuty.

The professional administrative and execttive staff is more diverse thanthe facdty in all of the five
caleges Thenew curriculum offeringsin Ethnic and Disahlity Studiesafford the opportunity of
attrading amore diverse faculty and studert body.

Hiring patterrs for staff in the federaton offi ce reveals acommitmert to diversty.

The student populations of the collegesaremore diverse thanthe faculty populations and approximate the
universty@® profile with some slight exceptions. For examge, SBS hasmore women African American
and Asian Americanstuderts thanthe universty® overall profile. Biological Sciencesand the
Humaritieshave more undergraduate womenthan the universty@ gereral profile, but MAPShasabout
15-20% fewer female studerts thanthe universty® overall profile.

Ongoing I nitiatives

Thisreport isreally acompilation of the reports of the five colleges Whatis missing in the report are any
initiativesundertakenby the collecive that goesbeyond that which is occurring in the individual colleges
Aswell, for calegesthat have not beenvery succesful, thereis no mertion of what, if anything, the
federaton cando to be of assistarce.



Future Plans
The expectation is thatthe five callegeswill continue their individual initiativesarnd the Collegesof the
Arts ard Scienceswill assist themin such endeavors.

Humanities

Overall Assessment

The Cadllege of Humantieshasanadmirabe recad of advarcing its planto erhance diverdty amang the
facuty, staff, and students within the College. The College is a natural venue for scholarship related to
diverdty, and the Calege has been succesful in recruting ethnic minorities and women to facuty
positions. The demagraphic data provided concerring minority and gender populations of the facuty,
graduate studerts, ard staff within the College provide strong support for their proud statemert that QVe
have, in every repect met the goals of the Diversity Action Plan.OThe only problem of significarce
raisedin the report is utilizaion of minority vendors for suppliesand services and the Cadllege pledgesto
work on thisissuein the future.

The Cdllege hasattracied a diverse studert body, although it is not clearif there were specific initiatives
startedto acheve this end. The Callege hasusedits scholarly standing asthe intellectual heart of diverdty
studies on campus to apparertly good advartage, and there is no rea®n to believe that they will not
continue to be succesful. The initiatives to hire facuty, some disciplinary, some interdsciplinary, in
areaghatfocus on ethnic and diverdty studiesaugurs well for the future.

Special or Continuing I nitiatives

a With support from the Exective Dean of the Arts and Sciences the College plans to erharce
acacakmic programming in areasof scholarship that aredirecty relevart to minority and diversty
issues such asComparative Ethnic, AmericanStudiesand World Literaturesand Cultures

4 The College® use of extersive and specific advertisemen of available positions in the above
areasseansvery effective and proacive

a TheCdlege plansto erhance cross-college activitieswithin the Collegesof the Arts and Sciences
to strengthendiverdty academic programming

Future Plang/Recommendations

The College of Humaritieshasegahisheditself asaleaderin diversity efforts amag units atthe
Univerdty. Giventhe nature of the acadmic disciplinesincluded within the Callegg, this seemsvery
natural, but it is clearthat the College hasmade exemplary efforts to be proactive in their diversity efforts.
It is suggegedthat because the College is atthe forefront of diversty, it should use its expertiseto help
the Universty atlarge more fully articulate the linkage betweendiverdty and excellerce, such as
discussing how its diversty efforts have erhancedthe national reputation of departmenrts within the
Cdlece.

Mathematics and Physical Sciences

Overall Assessment

MAPS appropriately regpondedto pag Diversity Council reports through developmert ard
implemeration of actve diversty initiativesparticularly aimedat facuty and studert reauitmert. The
report and demagraphic data from 2001 ©2004 illustrate that the majority of studernts and facuty are
white males However, the Deanard Chairs Qriew this astotally unaccepatleOand have placedan
emphass on the hiring of female facuty and increasng diversty through (pipelineOoutreachprograms



In addition, the Chairs Care held accaintatle directy by the Deanfor the success of endeavorsOrelated to
Qvisits to undergraduate schoolsOand Gummer research acivitiesOparticipation in the Morrill Scholars
programthrough the Offi ce of Minority Affairs, and partnerships with the Graduate School and Calleges
of Biological Sciencesand Engineering in the NSFfunded Louis Stokesprogramfor minoritiesin science
and engineerng. The Physics Departmert distributed a climate survey, ard plars arein place for
additional surveys acrass the Callege during this year. There hasbeena 27% increa® in the number of
female facuty hiredsince 2001 (2001: n = 17 [7.7%)] 2004: n = 20 [9.8%]) within the Callege. The
reports also include anin-depth site visit report and recommendations for the Departmert of Physicsthat
wasdone in 2003 by the AmericanPhysical Scciety Committeeon the Status of Womenin Physics
(APSICSWP). The Departmert is also placing anemphads on increashg womenseminar and collogquia
spealers The Departmert hasimplemerted some of the recommerdations and is continuing to develop
strateg esto continue progress towardincreasng diversty. The Physics Departmert hasdeveloped more
diverdty initiativesthanthe other Departmerts within the Callege (e.g., Mathematcs Astronomy,
Chemistry, and Ged ogical Scienceg. Demographicsregardng staff illustrate that Academic leacership is
primarily represented by the population of white maleswith the exception of clerical/secretrial staff.

Special or Continuing I nitiatives

*  Buy-in by thetop leacership of the Deanand Chairs within the College

* Emphads on primary ard secondary studert QpipelineOdevelopmert of studerts

e Commitmert to the formulation and adoption of aformal spousal hiring policy at OAA

» Teaching of professional developmert coursesfor the Columbus Public SchoolsCteachers as
fundedby the Ohio Board of Regents

» Developmert ard implemertation of a ONondersof the WorldOchemistry program by a
Prdfessor in the Chemistry Departmert in the Columbus public schools

* Connection of Female Alumnae Ross Summer Mathematics Programfor students acrass the
country in top undergraduate ard graduate schools and acagmic careerin mathematics

» Developmert of a@omprehersive recritmert planfor the Physicsgraduate program

Future Plang/Recommendations

It isapparent that MAPS is making positive stridestowardadvancing diversty initiativeswithin the
student and facuty rarks. It is recommerded that the Physics Department continuestheir developmert
ard implemertation of recanmendations from the APS/CSWP Advisory Committeereport from the
October 2003 site visit. These recanmerdations may also be a grounding point for developmert and
implemeration of diversty initiativesin the other Departmerts within MAPS. Evenasthe unit continues
to make strides future programsneedto examine variablesard situations that will increag the numbers
for persons of color within MAPSat studert, staff, and facuty levels.

Social and Behavioral Sciences

Overall Assessment

The College clealy paid attertion to the report for 2003-2004 i.e., they did include every unit in their
report not just someasin previousyeas. The Callege notesthat they have their own college program for
the hiring of womenand minorities and in addition the College actively seeks universty and college
moniesto hire womenand minorities They areworking with the Kirwin Institute to fill a major new
position in any of SBS@ disciplines This fairly passive approach ONVedl do it if we getthe moniesfrom
someae elseQ hasnot brought about much in the way of results asthe HR stafistics demmstrate.

For minority studert recrutmert and retertion, anissue raisedin lad yea® report, again SBS asserts that
eventhough their programsare GnnovativeOthey have beenineffective. The College thengoes through



eachdepartmen@® efforts Dciting Pditical Science, Psychology, and Speech and Heaing asdoing the
bed. Asfor climat, Qliverdty and climate do not seem to be anissue in exit interviews,Obut SBS has
not beenak e for finarcial rea®ns to conduct a climate survey.

Special and Continuing I nitiatives
* Pg/chology hasa new minority idertificaion and visitation program
* Pditical Scierce hasastrong recad of recruiting minority doctoral studerts.
* SBShasits own FHAP program to hire womenand minorities
* SBShasbegun College fellowship supplements for African Americars starting the summer of
their secand year.

Future Plans/Recommendations

Giventhe facuty memkbership in the Collegg, it should not be too diffi cult for SBS to carry out aclimate
survey. If pegpleinside the callege areunabeto construct anappropriate survey, HR will provide such
assistance. The College should create adiversty committee for thereneeds to be a certral umbrella for
thinking about diverdty in SBS. To demonstrate itsimportance and placewithin the Collegg, the Dean
might think of chairing such a committeeduring hisfirst year.In terms of the assessment of whatthe
cdlegeisorisnot doing inthisarea it might be helpful in the future to make sure all facets of the
College seethe report before it goesout so that all diversity activitiesareincluded There arecurricular
and programmaic strengths that do not seem to surface in the report. Because several of the units
reported efforts that Qlid not seem to gererate positive reaults,Oefforts that camot move forward until
Qhey cansecue afunding source Oor efforts that did not yield the Qhe researchinteregs or skills that are
necesary,0SBS should look atthe (beg pracicesOsection of eatier Diversty Reports to getideasof
actvitiesthataremarageable and working well.

PROFESSIONAL COLLEGES

Education

Ashasbeenstatedin pad reports, the Callege of Education (COE) remains one of the units most engaged
in achieving excellencethrough diversity assupported by its orgarizaional structure. The College®
Diversty Reyort reflects the joint work of faculty, staff and studernts who comprise a Callege of
Education Diversity Tean.

Special or Continuing I nitiatives

* The Cdlege hasalong-tem, five-year diversity plan

* The Cadllege hosts aDiversity Reauitmert Breakfast atits amual American Educatonal
Resach Association meeting.

* TheColege held its 9" Annual Diversity Forum and Graduate Student Symposium, anevert
attended by more than 70 individuals where27 graduatesstuderts deliveredscholarly
presrtations on diverdty relatedissuesand 17 facuty membersserved asdiscussarts.

» The Colege held a 4-day celebration in honor of the 50" Anniversary of the Brown vs. Board of
Education Suoreme Court decision.

* The College worked with the Presdert and Provost@ Diversty Lecture Seriesto host two everts.

* The School of Teaching and Leaning sponsoreda series of lecturesspecifically addressing
COEQ Diversity Plan

* The Cdlege givesacopy of the book, Diversifying the Faculty: A Guidebook for Search
Committees t0 eachsearchcommitteechair.

* The Codlege maderecuitmertsvisitsto 10 HBCU institutions and 2 institutions in Puerto Rico.



* Two student organizatons target diversity: the Institute for AfricanMethodologies agraduate
student organizaion, ard the Multiethnic Mentoring OutreachPragram, an undergraduate
program bridging the trarsition from high school to college.

* The Unit® own Diversty Planstatesthat Qhe reecive School-level diversty committeeswill
be funded by the College at an appropriate level to achieve the objectivesof the diverdgty planO

Future Plans/Recommendations

The Council recanmends that COE redacesenor AfricanAmericanfacuty who haveretiredor left
OSU ard continue its efforts to hire Latino/aand other facuty of color. The Council appreciatesthe fact
that although the School of Educaion is much more diverse than most units on campus, it neverthelessis
self-critical about its own progress ard eachyearturns in a substartive report that critically asesses
succesesand shortcomings.

Engineering

Overall Assessment

The College admits that Qwith the exception of the Knowlton School of Architecture, the numbers of
womenand minoritiesin our studernt population, both undergraduate and graduate, and among our facuty
ard techical staff areabysmal.O With regpectto the Knowlton School, however, we note that even
though the School hasthe larges number of womenfaaulty of any departmert in the College, none of the
womenbholds the rark of full professor. Also, the Knowlton School currertly haszeroracial or ethnic
diverdty amag its 29 facuty memkbers

A new Deanjoinedthe College in Autumn 2004 and nameddiversity asone of the major componerts of
the College@® strategic plan. The Diverdty Council noted in its report lag year that the Collegeisinvolved
in mary diversity initiaivesthat demastrate progress. In this yea@ report, the College hasoutlineda
number of initiativesthatit intends to pursue to address diverdty issues We commend the College ard
the Deanfor their impressive plans and aggressive stanceon recuitmert.

Special or Continuing I nitiatives
» The Cdlege outlinedtoo mary initiativesto list in this report, but the itemsunder Gruture PlansO
indicat mary of thes efforts. We commend the College for the variety of itsinitiatives
encourage it to continue with all of them, and look forward to hearing about the progress made in
future reports.

Future Plans/Recommendations

« Report on all progress mace in implemerting the diversty componert of the Dean@ strategic plan
for the cdllece.

* Ensurethatall departmerts have implemerted effective, proactive search procesesto idertify
womenand minority facuty recrits.

* Assessthe succes of the incertive programs including the bonus-basedreleas account incertive
for recruting womenor minority faculty.

* Assessthe succes of mertoring programsfor womenand minority faculty.

* Initiate efforts to address the issuesin the Knowlton School regardng the lack of women
professors atthe full rark, aswell asthe total lack of racial and ethnic diverdty amag the
facuty.

* Reexamine the efforts begun two yearsago to increase the number of womengraduate associates
hiredasresachers For the year 2004, 61% of the womenholding assistartships were GRAS,

1C



but 78% of the menwere GRAS; 27% of the womenwereGTAs and 11% were GAAs as
comparedto 17% of the menholding GTAs ard 5% holding GAAs.

* Formalizethe alliance with Morehouse Callege.

* Assessthe succes of all of the initiativesdedgnedto increag the number of womenand
minority undergraduate and graduate studerts.

* Report on the outcome of the dialogue on GLBT issuesin faculty meetings, staff medings, and
student group meetings.

* Continueto assess progress with minority purchasng.

Food, Agriculture and Environmental Sciences

Overall Assessment

The College acknowledgesthat prior assessmerts of its rather poor actievemert in diversty for faaulty,
staff and studerts are Gair and accurate,Obut the College believes they are moving forward. They concur
that the suggedion from lag yea@® report that they develop a marketing planis helpful. Also, the unit
acknowledges thatin previous years people who should have known about the Universty@ Diversity
Plandid not, or if they did, they were not aware that the leadership actually expectedthem to move
forwardand implemer their goals. FAES cites budget cutbacks asarea®sn for lack of progress on the
minority verdorsOssue. The unit administereda climate survey and GurprisinglyOfound alow number
of GLBT studerts. The Callege hasa six yea planto address diversty (aswell asother success factors),
but progress reports have not beencompleted.

Special or Continuing I nitiatives
* A professional developmert fund for faculty, staff, and students who wart to participatein
training relatedto diverdty will begin in 2005.
* In 2005, the unit will giveitsfirst diverdty award.
* FAESisdoing outreachwith The Africertric School here in Columbus.
* Theunitisparticipating in the Morrill Scholarship Pragramard idertifying potertial recruits.

Future Plans/ Recommendation

While bringing in peagple of color on short-term bass to interactwith studerts, facuty, and staff isa quick
and simple fix, whatis heecedare long-term contacis through facuty ard staff hires FAES hassome
minority outreachactvities but clearly these activitiesarenot working aswell asthey could. The
College® outreachefforts arenarowly focused within Ohio. The College should exterd its acivities
beyond Ohio® borders captalizeon urbanaswell asrural areas and maximizeitstieswith business.
Additionally, the college should invedigate the possibility of hiring a Diversity Coordinator to help plan
its efforts.

Fisher College of Business (FCOB)

Overall Assessment

FCOB expressesa commitmert to diverdty and hasanumber of structuresand activitiesin placethat
give credenceto thiscommitmert. The College hashigh-level administrators/offi cesin place to focus on
diverdty concerrs. anAssociate Deanfor Educaional and Prafessional Diversty, and an Offi ce of
Minority Studernt Services The Diversty Council haspreviously recaynizedthes innovations. FCOB
hasalso beenrecognizedfor itsrecrutmert of minority students. In the currert report, the College notes
thatit hasover 10% non-Asian minority doctoral students, and that it placesthese Ph.D. recipients quite
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well. Along differert lines FCOB hasathreeprong approachto minority purchasng that hashad some
payoff. For examge, the Cdllege exceededits goal (5%) for minority purchasesby 2.3%in FY04. The
Diversty Council is pleagdwith this outcome, but reminds the College that the goal wasset at what we
viewedasadisappointingly low level lag year. Thus, the Diversity Council encourages FCOB to use the
talert in the College to improve this agectof its diverdty profile evenmore. The Achillesheel of
diverdty for FCOB isthe composition of the facuty. Two new hires(an African Americanmale assistart
professor who is agraduate of FCOB, and a senor female faculty for the Deloitte and Touche endowed
professorship in Accaunting/MI S) arewelcome additions. But overall, the distribution of the facuty,
along color and gender lines hasbeenard remains extremely disappointing. As of the end of April 2004,
the Callege had 86 regular faculty. Womenwere approximately 20% of these. Therewasatotal of 15
(17%) facdty of color; most of these were Asian(12), leaning only 1 black, 2 Hispanics, and O Native
Americans. Thus, the addition of an AfricanAmericanfacuty is none too soon.

Special or Continuing I nitiatives
The College should be commerded for anumber of diverdty initiatives

I Developmert of acourse on (Miversty in Human ResurcegBusinesO

I Creation of a staff position to focus on minority studert recruitmert (Graduate Programs Office)
! Hosting of anupcoming GLBT student-led cultural event

I FCOB Annual Diversty Enhancemert Award

! The Key Bark sponsorship of Minority Student Case Competition

Plans and Recommendations

FCOB plansto continueits currert approachesto ensure full consideraton for diversty in all searches It
will also hold searchesaccountable for reaults, although it is not clearhow. But it isclea thatthe current
plans have not workedvery well to increa® the presence of underrepreserted groups on the faculty.
Thus, perhaps the College should revisit its planard its strategy for holding searctesaccauntatle. One
guegtion regard ng both womenand minoritiesis how the College is doing relative to its benchmark
institutions. Are the numbers comparal e to peer institutions? The Diverdty Council undergands that
some areasof the field have larger pools of undemrepresented groups from whichto draw. Perhaps the
College could idertify and develop strategesfor recruitmert of diverse groups in areaswhere the pool is
better, while still keepng aneye out to take advantage of opportunitiesto hire womenand minoritiesin
areaswhere they aresmaller portions of the pool. FCOB® success in Ohiring backOone of its own
AfricanAmericangraduatesis encouraging and might provide alesson for the future. In any case, the
College should think strategcally about how the resourcesthatit hasput in placecanbeg be usedto
creae afaculty thatisin fact more diverse. We commend the College@® leadkrship role in minority
studert recrutmert ard urge the unit to maintain this |eadership status and share with other units on
campus its strategy for undergraduate and graduate studert diverdty. The Diversty Council is also
pleagdthat FCOB seesfit to undertake periodic assessmerts of the climate and regpond to the views
expressedtherein.

Human Ecology

Overall Assessment

The College@® report objects to the University@ Gharow definitionOof diverdty and contains a tone that
could beinterpretedasless than supportive of the Diversity Council @ reporting requeds. While the
Collegeisto be commendedfor its mary acivitiesfocusedon intermational and socio-ecanomic diversty,
the scope of the Diversity Council@ charge ascontainedin the Diversty Action Planisto focus on
women racial/ethnic minorities and the GLBT community: Orhe committeeconsidered. . . the call to be
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more inclusive of mary other groups, but reaffirmedthat the focus of the proposeddiversty planwould
remain on increasng the number of womenand racial/ethnic minoritiesand improving the campus
climate for all, including persons with different sexual oriertations.O (Diversity Action Plan, 2000)

The Cadllege also addressed the Council @ concernexpressed about the College@® statemert that it
interviews minority cardidateswho have Gcomparable crecertials.O Pehaps the Diversity Council @
report did not clearly state our concern Whenwe see language like this, or like the language the College
usedin thlsyeal(s reportN CEvery facuty search begns with anattempt to idertify high quality minority
cardidatesOand (New invegmerts arebeing mace to recrtit high quality minority studertsN it suggeds
thatanunderlying, unstated assumption of the writer is thatin generalminority candidatesare not high
quality and do not have comparalle crecertials, and thus extra care hasto be takento make sure thatany
minority cardidatesconsideredtruly are high quality. Such descriptors arerarely used for majority men
This might leadone to suspectthat the extra caretakento make sure the minority cardidatesarehigh
guality or have comparabe crecertials in fact will reault in holding themto higher stardards than areset
for majority men

Overall Assessment

The Dean the Associate Dean and two of the threedepartmert chairs aremajority men one of the
departmert chairsis an Asian Americanwoman. Twerty four of the 44 facuty membersarewomen; two
of the 44 are African American threeare Asian, and 1 is Hispanic. With womencomprising 57% of the
facuty and 43% of the full professors, one might exped to find more than 1 of the major academic
leacership positions to be held by awoman

The College hired 13 faculty for the April 2000-2004 periodN nine werewomen (2 Asian, 1 Black and 6
white) and 1 wasan Asian Americanmanand 1 a Hispanic man Elevenof the 15
Executive/Administrative leadership positions areheld by women 3 by African Americars, and 1 by an
AsianAmerican The student population holding graduate associate positions asof April 2004 was85%
female (71 of 84), 8.3% Black (7 of 84), 36% Asian American (30 of 84), with no graduate studerts of
Hispanic or Americanindiande<ernt.

The Diversty Council made only one recanmerdation in lag yead reportN that the College should
consider developing afaculty and staff mertoring program. The College reports that one of the three
departmerts hasimplemerted such a program, a secand one is exploring implementation, and the
College@® Diversty Committeewill explore a college-wide system. Welook forwardto the College®
reports on these efforts.

Special or Continuing I nitiatives

* The Cdllege hasdevelopedaninstrumert to survey the diverdty climate for students. The survey
includedanassessmert of the climate for GLBT students. The Diverdty Council looks forward
to hearing more about how the Callege hasmacke use of the findings from this survey.

« Eventhough the Diversty Action Plan® charge is not as broady focused asthe College would
wish, the Council commerds the College for its efforts in the broader diversty initiativesit has
outlinedin itsreport.

* The Cdllege hasstrengthenedits support for the Diverdty Committeeby assigning leacership and
accauntahility to a member of the Executive Committee

* The Cdllege hascreatedtwo recrutmert positions with asignificart emphads on recruiting
minority and intermational studerts
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Future Plans/Recommendations

* The Cadllege should examine its recruiting aporoachto ensure that use of such de<criptors as
Qomparalle credentialsOand high quality minority candidatesOdo not in facthold minority
cardidatesto a higher standard than majority candidates

* The Cadllege should consider efforts to attractits own minority PhD. graduatesbackto OSU as
facuty memhersasaway to further diverdfy the facuty.

* The College should report on its facuty and staff mertoring programiN both its progressin
developing the programsand on the reaults of the programs The Council further recanmends
that the mentoring program include a focus on mertoring womenfor leacdership positionsin the
Collece.

* The Callege should report on the impactof the student survey aswell asthe reaults of the
decisionsrelating to creating a more supportive GLBT climate.

* The Cadllege should report on the progress made in rearuiting minority and intermational studerts
by theindividuals hiredto recruit studerts.

Law

Overall Assessment

The Moritz Cdllege of Law hasanadmirale recad of advancing its planto erhance diversty amang the
facuty, staff, and students within the Callege. The Callege is a natural verue for scholarship related to
diverdty, and the College hasbeensuccessful in recruiting ethnic minoritiesand womento faculty
positions. Thereport highlights the factthat overthe last sevenyeas, 11 of 21 faculty hireswere ethnic
minoritiesand/or women, and, significartly, thatall 11 of these facuty hiresarestill in the College. Lag
yearthe College made terure-track facuty off ersto three African Americanscholarsand wassuccesful
in recruting one of these to OSU. With regectto faculty hiring, the College needs to make the point
more clealy that womenareunderrepreserted (if indeed they are) and should probally separate the data
on ethnic minoritiesfrom those of gender, asthey did laterin their report (30% of the facuty are women
and 22% are ethnic minorities. There wereconcerrs thatonly 2 womenwerehired (out of 13 total hireg
from April 2000 to April 2004. The diversity of the professional and support staff is well documerted. No
mertion is made of successesor failuresin utilizing minority vendors for suppliesand services

The College hasmack good proactive effortsto attractadiverse student body and haspartnered
succesfully with the Offi ce of Minority Affairs to erhanceits studert recruitmert efforts. They have
actively targeted prospectve students at HBCUs and high schools ard early callege studerts from
minority groups.

Special or Continuing I nitiatives

a Continuing use of the Minority Affairs Facuty Committeeto monitor climate and progressin
diverdty issues

a Strong effortsin the reauitmert of ethnic minoritiesfor faculty positions and incoming studerts

a Academic programming to highlight legal issuesrelated to diversty, somein partnership with the
Certer for the Study of Raae and Ethnicity

a Active support of ethnically-certered student-support organizations, such asthe Black Law
Student Association, the Hispanic Law Student Association, the Asian Pacfic AmericanLaw
Student Association, and the Middle Eagern Law Student Association

Future PlangRecommendati ons
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The Moritz Cdllege of Law hasegabisheditself asaleaderin diversity efforts amang units atthe
Univerdty. Giventhe nature of law, this sesemsvery natural, but it is clearthat the College hasmacde
exempary efforts to be proactivein its diverdty efforts. The report from the College of Law focuseson
what hasbeenaccomplishedto date with very little mention of future initiatives It may be the cas that
succeseswith currert verturesare such that their continuation and expansion bode well. Because of its
succes, the Callege of Law is one of the units that canhelp the Universty more fully articulate the
linkage betweendiversity with excellence, by discussing how its diversty efforts have erhancedthe
national reputation of the College amang national pees. Becawse mary prominent professors of law, such
asHarvard® Lan Guinier, make argumerts thatintercannectdiversty and excellence (see The Miner’s
Canary), the Moritz Cdllege of Law isin a position to draw from abody of scholarship that canhelp
othersundergand the consequencesof a monocultural versus a multicultural demacracy.

Social Work

Overall Assessment

The College of Sacial Work continuesto be a campus leacer in diverdfying its curriculum. A
subcommittee of the Promation and Ternure Committeereviews all course syllahi to ensure an Geffective
infusion of diversty in the classroom.O Two new diversity courseshave beenaddedto the curriculum:
SW 712: CBacial Work in the Jewish CommunityOand SW 975.20 CBesuality, Diversty and Sccial
Work.OThe College hasbeenpromating women ard data show that the three Asiars, four African
Americans, and one Hispanic who werepresernt in 2001 arestill presert in 2004. Of twerty-two staff
persons, there are seven African Americars, one Asianand one Hisparnic. Retertion among staff and the
graduate population in regardto diversity also sesemsto be stead/. Overall there have not been major
gains, nor have there beenlosses As for the undergraduate population, femalesrepresent 90.1% the
student body in Sacial Work and African Americans represen 14.9%. The percertagesfor womenand
AfricanAmericars at both the undergraduate and graduate levels arealmost twice ashigh asthe
universty-wide percertagesfor thes categories Between2003 and 2004, the number of college studerts
visiting the unit during Graduate and Prdfessional Schools Visitation Day doubled, and minority
purchasng increagdto 9.85%.

Special or Continuing I nitiatives
* The Codlege completeda Diversty Resource Guidethat it providedto all graduating MSW
students to help theminteractwith diverse communities.
* Inordertoreachamore diverse and less tradtional audiernce, the Callege hasbegun off ering
coursework at Frarklin County Children® Services
* The Cdllege hasastuden organization for undergraduate and graduate minority studerts.

Future Plang/Recommendation

The Cdllege is considering the Council @ suggedion that the unit combine the Diversity and Affirmative
Action Committees The College of Sccial Work continuesto facethe challenge of reauiting more male
students ard facuty, aswell asmoving its numbersfrom mainterance to net gain levels. Of the nine
hiressince 2000, eight have beenwhite womenand one a white male. Although not adistinctive
diverdty profile,the Callegeis moving in curricular and outreachways that berefit diversty.
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HEALTH SCIENCES COLLEGES

Dentistry

Overall Assessment

Due to avisible commitmert of positions and resourcesatinfluertial levels, the College hasmade
significart progressin arelatively short period of time. It is not possible to overesimate the impact of
appointing a Director of Diverdty and anactive Diversity Committee. Furthemmore, making the Direcior
afaculty position underlinesitsimportanceto the College® mission and terds to facilitate issuesthat
relate to facuty hiring and retertion, which canoftenbe the most challenging areafor diversty concerns.

The numbers of diverse facuty hadbeenstatic in the pag few years although the Callegeisto be
commerded for promating two female facuty membersto the full professor level. However, this yearthe
Collegereports the hiring of two Hisparics, one Native American and one African Americanfaculty
memberinthelag cycle. Additionally, AfricanAmericanstudent errollment hasincreagd and the
College wasrarked nationally 17th out of 56 in thisarea. Of significart noteisthatthe College Dean
two facuty members and a staff member attendedthe National Minority Recrutmen and Retertion
Conferencefor dental schools. This acion alone speaks to agrowing commitmert to and certrality of
diversty to the College® mission. The overarching approachthatthe College hasput in placeis also
evidencedin the Spring 2005 launching of a Cultura Competercy course for first yea dertal studerts.
Among other notable activitiesare:

Special or Continuing I nitiatives

* The DENTPATH Program for increagd recruitmert of minority studerts.

* The H.O.M.E. Program which takesservicesto areasof need

* A new summer program to introduce minority high school studertsto careesin dertistry.
* LaClinicaLatinawhich providesfreedental servicesto the Hispanic population.

Future Plans/Recommendations

Overall, the Cadllege of Dentistry isto be commerdedfor its reonses to issuesraised by the Diverdty
Council overthe yeas. The College@® programsshow a fundamertal understarding of what needs to be
committedin order to acheve reallts, a necesary approachfor any College that providesservicesto the
community. Concertedefforts needto continue to be macke concerning the further diverdfication of the
student body, and attertion needs to be paid to facuty diversty within College departmerts not just in the
College overall.

College of Medicine and Public Health

Overall Assessment

It washard to tell from the 2004-05 report if the unit wasregponding to the Diversity Council @
recanmerdations from lag yea. The report did state that the unit@ diversty planwassert to departmert
chairs, administrators, and facuty to serve asafoundation for discussion. Resurce and survey
developmert came out of those discussions, but no timeline for the survey and action planwere
mertioned. There wassome successful recruitmert of physicians/facuty including 7 womenand 5
AfricanAmericars. One unit statedtheir goal wasto increag AfricanAmericanand Latino/ahires The
College doesnot mertion its Appalachian|nitiative, so it is unclearif this wasdropped or not viewedas
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partof diversity. Family Medcine hasincreagdthe number of its gay and leshian physicians and has
provided support to themto attend national conferercesQertered on issuespertaining to this group.O

Special or Continuing I nitiatives

* The Council on Diverdty and Cultural Affairs seemsadive.

* The MEDPATH Postbaccalaureate program continuesto provide a pipeline of diverse studertsto
the Callece.

e The Arthur JamesCarcer Certer Diversty Enhancement Program seansto be functioning.

* Flexible and accanmadating schedule for parerts

* Completeda Climat Assessment survey

* Genreraus benefits ard a partner hiring program

* The School of Allied Medical Professions and the School of Biomedcal Sciencesreport using
minority verdors for arange of actvitiesarnd supplies

Future plans/Recanmendations

Resurce and survey developmert is agood begnning, and sincetherewasno mertion of thetimeline
regardng the actual developmert, implemertation, assessmert of data, and proces of creatng anacion
plan, the Diversity Council recommerts that next year@ report share thisinformaton. Next yea® report
also needs to give amore comprehersive and clealer picture of diverdty in the College. Also, giventhat
the College hiresat a higher percertage rate than most other units, the College@® numberslook low for
teruredwomenand minority facdty. The College hasplansto recrut womenand minority house staff to
terure-track faculty positions, and the Council encouragesthemto do so. Although the College hasdone a
good job of disaggregating its data, it needs to make sure thatthe Council gains anoverall serse of what
diverdty mearsto the vision of the College.

Nursing

Overall Assessment

The College of Nursing continuesto take seriously the goal of erharncing diverdty. The unit hasmacde
severalnew appointmerts aimedatincreasng diverdty amag itsfacuty. These include appointing: an
AfricanAmericanasinterim director of the Nurse Midwifery Pragram, an Asian Pacific Islanderto a
teruretrack line,and an AfricanAmericanfemae and a Caucasan male to clinical instructor positions.
The unit hasalso increagdthe diverdty of its staff by appointing: an African American male advisor, a
Cawcasanmale advisor, and a Hisparic program assistart for developmert. In termsof both facuty and
staff, these new appointeesseemto be carefully chosento provide leadership on diversty or other
Programs(eg., midwifery), or to erhancerecruitmert and retertion of adivers studert body. Current
progress notwithstanding, asof April 2004, the overal profile of Nursing facuty and staff remained
overwhelmingly white (facuty=78%, staff =87%) and femak (facuty=95%, staff=74%). (Notaby, the
raceéthnicity of nine of the 14 facdty not listedaswhite wasreported asundisclosed) The problemis
egecially acue for reqular facuty (90% arewhite femalesand the remaining 2 have undisclosed
racegthnicity), wherethey report that the small size of the pool of potertial QqualifiedOfacuty presents a
challenge for divergfying. One step thatthe unit hastakento address the supply issueisto appoint
facuty (one African Americanfemale asa clinicalinstructor, and one male--color and position not
specified) while they are completing their doctoral degees The Cadlege hasplansto hire the male
facuty in aterure trackline once hisdegeeis completed Thereisno indication of suchaplanfor the
blackwoman

Nursing also continuesto take short- and long-tem steps to provide a positive climate and to achieve
diverdty goals beyond the composition of the facuty and staff. Among the initiativesundertakenare:
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presertation of programsto provide knowledge and enhance understanding of diverse groups; curricular
revisions to erhance course offerings and course contert of relevanceto diverse populations; outreach
actvitiesoriertedto under-served populations; special efforts to recrut minority and male graduate and
undergraduate studerts; special programsto erharnce interes in nursing and the heath care professions
amag under-served groups; and steps to expand the use of minority vendors. The success of most of
thess actvitiesis yetto be determined However, the College exceededits goal for minority purchasng
during FY04. Also Nursing reportsthatit is slowly increasng its minority and male undergraduate ard
graduate studert populations. Unfortunately, diversty data on students are not yet availabe from the
universty.

Special or Continuing I nitiatives
Nursing should be recagnizedfor implemerting a number of initiativesto erhancediversity. Two of their
more notable innovations are:
! revision of the curriculum to include coursesthat should have along-range impacton the practice
of nursing with diverse groups such asGCultural Competercein Heath Care, and GCCommunity
Care of Vulneralle Papulations;Oard,
I effortsto expose youth from under-served populations to occupational possibilitiesin nursing
through collaborative programswith 4H, Ohio State® Y oung ScholarOprogram, and visits to
local middle and high schools.

Recommendations

The initiativesof the Callege of Nursing to increase the proportion of studerts, staff and faculty who are
male and/or from populations of color appearto be yielding payoffs, albeit slowly. Thus, such acivities
should be continued and erhancedwhere possible. Effortsto diversfy reqular terure track facuty
probally should be prioritized The Council also encouragesthe College to follow up with seeking to
placemembersof under-represerntedgroups in faculty leacership positions. For examgde, the Council
notes that the recert appointmert of an African American womanto the directorship of the Nurse
Midwifery Pragramis temporary (interim), and assuch, may not carry the same clout aswhena
leacership position is recagnizedaspermarert or long-term. Along different lines not muchissaid in
the report regardng GLBT populations, although therehave beenindicaionsin the pag thatthe College
of Nursing is doing well in this area.

Optometry

Overall Assessment

The College of Optomety hasmade remarkab e improvemer in furthering their commitment to amore
divers ervironment. Most notale are the hiring of an AfricanAmericanDeanfor the College ard a
female facuty member asthe Associate Deanfor Resarchand Graduate Studies Accarding to the
report, only 4 out of 17 collegesnationwide have afemalein a similar position. This same individual
actdasthe interim Deanfor the College, the only female to occupy that position.

The unit@ Diversty Enhancemert Committeeappeas to be aninfluertial body within its administrative
structure. This committeeis regponsible for all diversty relatedactvities The College demonstratesa
level of sersitivity in regards to their GLBT constituency and notesthe importance of minority purchases

From 2000 to 2002 over 50% of regular facuty appointmerts (all rarks) werefemale. Since 2002 though,
the number of female regqular track appointmerts hasremained close to 40%. From 2000 to 2004, female
facuty memktersin the regqular clinical track, ranged from 25-50% at the associate level, and from 60 to

100% atthe assistart level. The College hasidertifiedtwo female AfricanAmericanfaculty members at
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the Assistart Clinicallevel. No other underrepreserted minoritiesare presen at any facuty level or rark
within the Cadllece.

2002 presertedadrop in minority applications, admission and errolimert. In recert yeasthough, the
number of minority applicaions, admission and errollmert have recyperatedto levels seen before 2002.
The most common rea®n for not attending the College of Optometry includeslocation and lack of
finarcial aid.

Special or continuing initiatives
* Interacton with HBCUs
* Retention ard recrutmert efforts with the Minority ResourcesParel
*  Onsite workshops
e Qutreachprograms
*  Welcomedinners
* HERO workshop
* Diversty speaker series
* High school visitations
e Minority studert recrutment luncheon

Future Plans/Recommendations

The College should egallish ademographic profile within the College similarto the national
demayraphic profile and continue currert efforts. The College plansto participate in the HBCU-UP
National ResarchConferercein Felruary and to recrut atthe Annual Biomedcal Resach Conference
for Minority Studerts. The Callege should share with such units as MAPS and Biological Sciencesthe
outcomesof participating in the two aforemertionedconfererces Among the College@® future plarsis
the dedgn of awebpage of diverdty resourcesfor prospecive studerts. The College of Optometry
should increag its effortsin recrutment for Hispanic, Asianand Americanindianstuderts. A mertoring
programshould be creatdto nurture minority facuty members

Pharmacy

Overall Assessment

The College of Phammeacy hasdeveloped a new mission statemer that highlights diverdty asone of its
corevalues Accordingly, the Cdlege hasincreasedits diverdty efforts, demonstrating progressin
significart areas A leadceramag the Health Sciencesin overal facuty and staff diverdty, Pharmacyhas
begun aninclusiverecrutmernt effort. Of itslag sevenhires two arewomenand four arefaculty of

color. Challenging the Council@ previous observation thatits efforts were Gzerteredon only one
minority group,OPhammecy reports targeted work on AfricanAmericans, aswell asQhe highest
percerage of Asianand Hisparic terure track facuty membersin the health sciencesO Callaborations
with Morehouse, Spelman Clark Atlantaand the University of Puerto Rico have helpedthe Cadllege of
Phamacyforge relationships with feeder schools.

Special or Continuing I nitiatives

e Minority studert errollmert is approximatly 25% of the undergraduate program, 17% of the
professional program, and 10% of the graduate program.

* The Cadllege of Phatmacy givesadiversty erhancemert awardto analumnus, aswell asaninterral
recipiert.

* The Cdlegeisyielding students from its collaborative efforts. It hassupportedtwo studerts from
SpelmanCollege for Summer ResarchProjects. Two Morehouse studerts areapplying to the
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doctoral 2005 program, two professors of Pharmacy presented seminarsat Spelman and a staff
member participatedin Clark Atlarta® career fair. Pharmacy also hadfaculty represertation atthe
Univerdty of Puerto Rico to advertise their graduate and resdency programs.

* The Cadllege sponsoredanexhibit atthe Studert National Pharmaceduical Association to marketits
programsand resdenciesto minority cardidates

Future Plans/Recommendations

The Diversty Council agreeswith the recanmendations thatthe College of Pharmacy hasset forth for
itself, including continuing to build relationships with minority institutions and pursuing additional sites
for similarinitiatives Implemerting a Collegeincertive asanadd-on to the University Facuty Hiring
Assistance Planand better training of affirmative acion advocateson seach committeesare also laudabe
action steps.

Public Health

Overall Assessment
The School of Public Heath regpondedthoughtfully to the analysis of their 2003-04 Diversty Plan. In
gereral, the School hasmace progress on diversty by:

Special or Continuing I ssues
e creatng a Diverdsty Enhancement Committeewith faculty and staff
e conducting workshops on sexual harassmert
* improving its use of minority vendors, though not to the ambitious extert they had projected and
* begnning work on a Strategc Planthat will incorporate anemphasds on diversty erhancement
throughout the Sclool.

Futur e Plans/Recommendations

The School @ report did not explicitly address the Council @ concernvoicedlag yearthat Qhereis
currertly no formal structure for addressing diversty-related concerns.O However, it is reagonabe to
assumethat this issue will be explicitly addressedin the School @ Strategic Plan  Also, the School
articipatessignifi cart experditureson renovation and physical relocaion in FY 2005 and hascommitted
itself to using minority vendors to support these processes On the issue of exit interviews, the School has
indicatedthat a process is underway but that Gt would be important to know how the information
gatheredfrom the exit interview should be reported and how issueswith individuals areto be reslved
afterthe fact.O These are rea®nabe concerns, and the Council encouragesthe School to consult with the
Universty Officeof HumanResurcesto identify (bes practicerelating to them for consideraion in
developing the School @ own policieson exit interviews. We commend the School on its intertion to
administer a climate survey ard look forwardto its reaults.

Veterinary Medicine

Overall Assessment

Basedon theinformaion providedin the College of Veterinary Medicine® 2004-2005 Diversty Refort,
it isclearthat the Callege is committedto improving diverdty within its environmert. Collaboration with
other schools and organizaions and support of student organizaionsinteresedin improving diverdty are
evidenceof this commitment. The College hasdemonstrated a proacive approach to promating
Veterinary Medicine among high school studerts by participating in minority recrutmernt fairs and
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implemeriing aressarchinterrship program for underrepreserted minority studerts. The Callege also
indicatesthat anunderstanding and appreciation of diversdty isanimportart elemert in the professional
developmert of its studerts. However, asde from supporting studernt organizaions, the College doesnot
indicate specific plans to engage studerts in this dialogue either through curricular intervertions or
through the Offi ce of Veterinary Student Affairs.

The College® 2004-2005 Diversty Report also giveseviderceof astrong commitmert to the ideal of
attracing and retaining womenand underrepreserted minority on the facuty. Seweral noteworthy
strateges including collaboration with the OSU Offi ce of Minority Affairs, have beenimplemented In
the period from April 2001 to April 2004, the College added eight womento its reqular ard auxiliary
facuty. However, asof 4/3/2004, the College® reqular and auxiliary facuty do not include African
Americans.

The College hassuccessfully addressed a number of the recommerdations mace by the Council in July
2003. The College hasbeenesecially proacive in implemerting the Council @ recommerdations to
attracthigh school studentsto Veterinary Medicine. Thisis egecially importart in light of the very low
number of AfricanAmericanand Hispanic students errolledin the callece.

Special or Continuing I nitiatives

I Paricipation in minority recritmert fairs and Qvisitation daysOto atiractundergraduate studerts
tothe College

! Implemertation of a Resarch Internship Program for undergraduate minority high school
studerts

I Paricipation in NIH-funded programsto provide resarchtraining for underrepresrtedracial
and ethnic groups

I Continuation of aminority internship program that Callows promising minority CVMs to erter
the competitive intern-resdency pipeline for training in clinical specialties

! Enhancemert of facuty retertion by ersuring that P&T Committeesarediverse

Future Plans'Recommendations

In the coming year, the College should implemert, where feasble, additional recanmendations macke by
the Council. The Cadllege should creat a Tak-Forceto monitor progress of these recanmerdations and
implemenation of the short- and long-term diversty strategesoutlinedin the College@® December 2005
report. Meaningful efforts should be mack to prepareveterinary students to work and livein an
increasngly racially and ethnically diverse society. The College should engage in conversations with
otherresearchuniverstieswho have had succes in attracing and retaining African Americanand
Hispanic students and faculty members The College should articulate and publish a succinct, coherert
and achievade diverdty planto erhancethe diversty climate within the College.

REGIONAL CAMPUSES
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Lima

Overall Assessment

The Council report lag year agreed with OSU Lima@ acknowledgmert thatit had mace very little
progressin addressing diversty issues The Council waspleagdthat Limaintendedto engagein
strategic plaming to creak a bona fide diversity plan This year@ report from OSU Lima suggeds that
Limaindeedhasengagedin substartial strategc plaming around diversty. The Council commerds
Limafor its effortsin moving forward. However, challengesremain. Most of the womenare atthe
assistant professor level. There areno AfricanAmericanor Latino/afacuty. The Academic Leadership
ard Executive/Administrative levels are 100% white, and of these eight positions, only one is female. Of
the total professional staff, there are 38 whites 1 black, and one Asian Clerical, techical, and skilled
crafts are100% white.

Special or Continuing I nitiatives
Lima outlined mary initiativesit hasundertakenin the lag yearor plarns to undertake in the near future.
The Council applauds all of thes efforts and recommends that all be continued

* Paricularly noteworthy arethejoint efforts with the JamesA. Rhodes State Callege, atechmical
institution with which OSU Lima sharessome facilities

+ Limaistargeting 8" graders in schools with high numbersof minority studerts so asto egablish
apipeline

e The Campus hasa Diversty recruiter and a Diverdty Action Training and Experience
Committee(DATE). The purpose of the committeeisto promote diversty awareness and
appreciation among facuty, staff, and studerts.

Future Plang/Recommendations

With Lima@ diversity efforts still in the infancy stages it is diffi cult to assess its success or to make
mearngful suggegions for change. The Council doesrequed, however,that Lima provides next yea a
full report on the impact of all of the initiativesdesribedin their report for thisyea.

Mansfield

Overall Assessment

The Ohio State Mansfi eld campus exhibits strong, continuing efforts to address diversdty issues The
report waswell done and included material from the medaamouncing and evaluating its diverdty
programming. As discussedin the Special or Continuing Initiativessection below, the Marsfi eld Campus
hasmade specifi c efforts to address recruitmert and retertion of faculty, staff, and studerts; additionally,
the Campus repondedto the 2003-2004 Diversty Council @ suggedtion of creating a more open
atmospherefor GLBT studerts. However, racial and genderimbalancesremain atthe somelewels. The
awxiliary facuty still reliesheavily upon white females Graduate Teaching Associatesare 100% white
female. At the staff level, acadmic leadership now incorporateswomenaswell asmen However, the
racial composition of acacemic leadership remains 100% white. The clerical seaetarial staff also
preserts another problematic area with a 100% composition of white females Skilled crafts also remain
100% white male. Undergraduate students continue to be predominartly white females with small
improvemertsin racial diversty.

Special Or Continuing I nitiatives

* Univerdty & College Acces Network (U-CAN) of Richland County: participation in an
initiative that providesuseful regonal demographics
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* Marketing Committee engagemert with local medato publicizecampus diversty activities

* Reauitmert effortsin AfricanAmericancommunity: Black History month celebration and
luncheon with leacersof the African-Americancommunity

» Effortsto address GLBT issues Continuing acivitiesto educat faculty, staff, studerts about
GLBT issues such ashomophobia, sexual orierntation, and hate crimes

e Continuing diverdty initiatives Americanindian Student Alliance organizedon campusin
Autumn 2004; higheg number of recipients of Critical Differerce for Womenscholarships

* Requitmert and Retertion initiatives use of focus groups to address minority studert concerrs;
hiring of minority staff memkers

Future Plans/Recommendations

After developing recrutment and retertion strategesto incorporate more womenand minoritiesinto the
facuty, staff, and student population, OSU Mansfield needs to compare its strateg eswith other
institutions of this sizeard type (regonal campus of alarge state universty). The challengeis also to
build into its strategesanorganized consistert system of gathering data to make Ga more systematc
asesmertOof succesesand problemsduring eachstep. OSU Marsfield also needs to search for
methods to increase undergraduate errollmenrt of minoritiesand to better balance the gerder inequity
betweenfemalesand malesatthislevel. The univerdty hasalreads instituted outreacheffortsto the
AfricanAmericancommunity. This outreachshould extend additionally to Native American Asian and
Hispanic communities Rather than specifically duplicating the African-Americanoutreach program,
these new outreachprograms should place specific emphads on persons, institutions, and cultural
practcesimportart to eachethnic group. OSU Marsfi eld® 2004-2005 Diversty Planalso statesthat the
campus anticipatesrecruitmert of minority facuty to be one of its greated challenges The campus needs
to formulate specffic plars, priorities and goals to meetthis challenge. The Universty Diversty Council
very much appreciatesthe factthat the new Deanand Director of Mansfi eld®@ camps met with the
Council atthe begnning of her temrm of offi ce,and looks forward to helping the Mansfi eld Campus
acheweitsdiversty efforts.

Marion

Overall Assessment

The OSU Marion campus acknowledgesthat though they have made consideralde focused efforts to
improve diversty, thereis still muchto be done. The Campus also acknowledges the challenge of
increasng minority purchasng and recruting minority searchpool applicarts. Gains have beenmackin
increasng undergraduate AfricanAmericanand Hispanic errollmert. However, their report mertions no
increagd errollmert of AsianAmericanor Native Americanstuderts, or any recruiting efforts directed at
these communities Among the regular facuty, full professors remain 100% male, with one Asianand
one Hispanic professor in agroup of six. Better gender balance hasbeenacheved among associate and
assistant professors. However, racial balance continuesto elude thes groups, with a majority in these
positions being white. The gender ard racial balance among auxiliary facuty demonstratesan
improvemert in both areas Though very smal in number, the Graduate Teaching Associatesare evenly
balancedby gerder. In staff areas Acacemic Leadership remains 100% white male, while
Executive/Administrative personnel are 100% white female. Additionally, Clerical and Secetarial
personnel are 100% white female; Skilled Crafts personnel are 100% male, 75% white.

Special Or Continuing I nitiatives
e @Browing Our OwnOprogram/ Q CanGo To CollegeOProgram- External funding endedfor the
GBrowing Our OwnOprogram. However, the Universty made a commitmert to collaborate with
the @ CanGo To CollegeOProgram
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«  SummerPragram for Latino/astuderts ard families This yea® program produced attendance of
twerty potertial undergraduate students with their families Two studerts attending did erroll for
Autumn Quarter 2004.

» PrgectUnity: Community outreach to the studert population of Marion@ middle schools, to
ea® the tersions and possible problemsof consolidating threeseparat middle schools into one
school

* Addition of two upper-level coursesto promote diversty: Edu T& L 754: Introduction to
American Sign Language and Spanish 520: Latin AmericanLiteraurein Translation

* Minority studert visits: Brings potertial minority studernts to campus to give them a serse of the
universty experiernce

Future Plang/Recommendations

The OSU-Marion campus needs to continue to refineits efforts to address and promote diverdty. The
Campus should develop processesfor more defailed data gathering on minority verndors, particularly
those from Universty Stores Marion@ report also states GDne key to recriiting and retaining adiverse
studert bodly is providing a welcoming climat by having adiverse faculty and staff.O The Campus
should make stronger effortsto recrit adiverse staff, particularly in clerical and skilledcrdft fields. It is
importart for studentsto seediversty in acion atall levels of univerdty employmert. The Marion report
further statesthat they have focused staff recruiting in minority communitiesof large urbanareasin Ohio.
In these recruting efforts, the campus should develop strateg esto arswer the inevitabe quegion of
ONhy should | move to Marion?0 The Campus should also formulate a clea planfor deaing with
problemsin finding suitade search pool cardidatesfor assistant professorships. One possible recuitmert
strategy entails going beyond the standard practice of advertising in professional journals and recruting at
confererces Existing facuty at Marion regponsible for initiating searclescould contactgraduate
advisorsin departmerts at other universtiesto asess and sugges possible cardidatesfor assistant
professor positions.

Newark

Overall Assessment

The Newark Campus leacership is commendedfor Qe-acivatingOthe Diversty Committee The stance of
moving beyond the framework of Ontolerarceto toleranceOis acknowledged and applaudedaswell. In
addition, the efforts to increase minority vendor purchasesincreagd more thantwo-fold. The Campus
hasalso edablishedan exit interview proces and deviseda semi-amual review aswell. Specific efforts
have beendevelopedto erhancethe recruitmert of more diverse studernts ard faculty by the egalishmert
of the Newark Earthworks Certer for AmericanIndian Studiesand the Oral History Prgect Thes
concrete gains, aswell asthe assignmert of abudgetto the Diversity Committee areclearindicatbors that
diverdty isanorganzatonal imperaive atthis Campus. Challengesremain. Of 44 reqular facuty, oneis
AfricanAmerican three are Hisparic, ard oneis Asian Of the 70 auxiliary faculty, one is African
Americanand six are AsianAmerican Thereare no Hispanc facuty among the auxiliary facuty an
thereare no Native Americanfacuty in any category. Among the 87 staff persons, thereare5 African
Americans, 1 Hispanic, 1 AmericanIndian, and no Asiars. The Newark Campus should try marketing its
empdoymert opportunitiesto such areasat Mount Vernon and Coshocton wherethereare pockets of
diverse populations.

Special or Continuing I nitiatives
* The Newark Campus hascontinuedits efforts with servicing International students viathe
creaton and support of the Multinational Committee The Committeewasinstrumertal in
implemerting successful initiativessuch asthe Cultural Trarsitions Pragram.
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* Thecreaton of the Certer for Americanindian Studiesasaninterdsciplinary institute for
research, teacting and outreach focusing on Americanindiansisanexcellert initiative and one
that merits broadrecagnition.

Future Plans/Recommendations

The Univerdty Diversty Council encouragesthe Newark Campus to continue its efforts toward
recrutmenrt of minoritiesand womenatall levels. The Administration is strongly encouragedto devise a
planof action to further diversfy the facuty and staff rarks. Moreover, the Council looks forwardto the
reallts of the climate survey, aswell asthe strategesdevisedto address issuesreaulting from that survey
and the exit interview process. In addition, the Council would like to know what efforts, if any, have
beensetto regpond to the needs of the GLBT populations.

VICE PRESIDENTIAL UNITS

Business and Finance

Overall Assessment

The Offi ce of Business and Financeisto be congratulated for the seriousness with which it hastakenthe
Diversty Council 8 recommerdations over the yearsand the success it hashadin implemerting the
Council @ suggedions. The one remaining suggegion that the Diversty Council hasyetto see
implemeredisthe overall leacership role that the Council recanmends Purchadng take in egablishing a
comprehersive planof minority purchasng. Othemwise, The Offi ce of Business and Finance hasa fairly
aqggressive diverdty planthatis bringing about reaults.

The unit hasavery targeted and effectve approachto its diversty efforts. First, it hasegalishedhuman
resource practicesthat support a positive climaie for diversty Oncluding written performarce
evaluations, exit interviews ard periodic climate surveys.O The Offi ce doeshold its leadership
accantadein thisarea

Secad, the unit hasatargeted approachto improving diversity in leadership positions, making good
progressin termsof increasng the percertage of femalesin leadership positions and in minority hiring.
While the offi ce is to be commerdedfor the progress it hasmacke in hiring Hispanicsinto service and
maintenance positions, the same effort should be spert to ensure that Hispanicsareat all levels and
positionsin the offi ce.

Special or Continuing I nitiatives
» All employeesreceive amual writtenevaluations ard senior leacership® performarce
evaluations include diverdty asa criterion.
* Theunit hashosted an effective Minority Business Council Leackership meeting.

Future Plang/Recommendations

The unit is aware of problem areas(law erforcemert and skilledtrades, but seems determinedto make
progressin these areas Because this unit is the Offi ce of Business and Finance, it should be a campus
leackrin helping all unitsincreag minority business opportunities The Purchasng Departmert should
recanmerd minority inclusion language in every competitive bid. As aunit that works more closely with
minority businessesthan other units, the Offi ce of Business and Finance should model ard serve asa
consultart to other unitsin making progress in the critical areaminority purchasng.
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Development

Overall Assessment

Minority staff membershave increasedto 13 from 11, but dueto changesin how Developmert staff are
countedwhen shared with other units, the percentage of staff memberswho areminority shows a 0.05
percer decline over the lag four years Fundraiserschange jobs frequertly Bon averag, every three
years Ohio State Developmert is more stalle, but in this highly volatile market, two minority staff
membersleft for other jobs at substartially higher salaries The unit made counter offersin each case, but
could not match the competition without creatng serious equity issues The climate survey specificaly
akedseveral GLBT-related quedions. Openly gay staff membersreportedthat they feel the departmert
treas themno diff erertly from ary other staff. With the appointmert of anew Vice Presdent, diversty
effortsin Univerdty Developmert (largely on hold during the interim) have made substartial progress.

Special or Continuing I nitiatives

* With the assistance of the Offi ce of Organizaional and HumanReource Development, a climate
survey wasadministeredwith more than82% of staff reonding. Most regponderts were
positive about opportunitiesfor professional developmert (66%) and opportunitiesto balance
work/life issues(75%).

* Only 46% felt positively about careeradvancemernt, and in reponse efforts areunderway to
develop acareerladderin theunit. A womanwasappointedto the role of Associate Vice
Presdert (one of two holding thistitle, the other being male), and the role of Assistart Vice
Presdent wascreatd, with four incumberts, two male and two female.

* Theunit seta 12% goal for minority purchasesbut did not meetit. However, it should be
commerded for reaching 9.97%, the fourth higheg rate on campus.

Future Plans/Recommendations

In short, Universty Developmert hasmade commendable progress on diversity thisyear. It would be
helpful to have ananalysis of minority issuesby constituert populations (AfricanrAmerican Hisparic
American etc.) in addition to the general report on total minorities

Human Resources

Overall Assessment
The Offi ce of HumanResurcescontinuesits efforts to meet the goals of the Diversty Action Plan. The
unit hastakensteps to address the Council on Diversity@ commerts from 2003-2004.

Special and Continuing I nitiatives

* Have developeda partnership with the Callege of Human Ecology to provide opportunitiesfor
the Child CareCenter Teaching Assistarts (a high turnover position) to acquire the needed
training to be eligible for promation to teacter.

* Continueto conduct exit interviews and develop programsto address the concerrs cited, eg. lack
of opportunity for advancemert, compensation, and so forth.

* Haveanactive Diverdty Council represertative for all unitsthatwill asess the need and issues
atthe unit level.

* Provide campus-wide servicesto address work-life issuesand aredevelop policiesto address
them:

0 Vacaion donation program
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Pad parertal leave

Dual careerplacemert program
Sponsoreddependert heakh carebenrefits
Pilot medation program

O O 0O

Future Plans/Recommendations

OHR is actively utilizing minority vendors and is aggressively recruting womenand minoritiesfor
leackrship positions. The unit will continue to advance policiedpracicesto recruit and retain womenand
minorities The Council noted anumber of minoritiesholding interim positions and recanmerds that they
be seriously consideredfor the permarert position.

Legal Affairs

Overall Assessment

The professional staff of Legal Affairs continuesto be 60% female and 40% male. While gerder
diverdty exists, the unit needs to seize more opportunitiesfor racial diversity. As part of itsjob
requiremen, the unit discussesdiverdty topicssuchasGLBT issues sexual harassment, and other
diverdty issuesat its bi-weekly staff meetngs.

Special and Continuing I nitiatives
« The unit operaesefficiertly on amodel of Qeam spirit.O
* Theunit engagesminority law firmsfor some outside legal matters
* Theunit hasbeenflexible with work/life issues

Future Plang/Recommendations

Asthe unit notes it needs to advertise professional positionsin veruesthat are more likely to attract
minorities Because the staff attorneys handle the promotion and deferse of OSU diversity initiativesin
state ard national policy ard litigation forums, the unit isin aposition to sharemore broady with the
camps community the challengesand rewards of defending and promating diversty asauniversty value
and as avalue certral to democracy.

Research

Overall Assessment

Asrecadedin previous reports, the Office of Resarchisacomplex unit in thatit hasacertral
administrative offi ce ard sixteenresearch facilitiesthroughout the state of Ohio. All collegesard
administrative divisions have subculturegunits within the overal orgarizational structure, but the Offi ce
of Research seemsto be more of afederation of separae ertitiesgroupedtogether for logistical,
administrative reaons. As suchthereisno comprehensive GplanOor approachbut a collecion of
individual onesgroupedtogether. Therefore, eachunit providesits own report.

There arestrengths and weaknessesof this type of structure with regard to issuesof diversty. The
obvious strength is that eachunit canewvolve its own approachbasedon its unique profile and need, ard
thereis evidencethat progress is being made. The weaknessis thatit is harder to discern the unit®@
overal, comprehersive vision for diversity.

Special or Continuing I nitiatives
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* OSURF hasa Diverdty Training Program.

* OSURFincreagdits percertage of minority verdor purchasng from 5% to 14%.

* CLEAR indicatesconsiderabe progress with female faculty and studerts.

* CLEAR collaborateswith the Young SclolarsProgram.

* OSU Pragram for International and Homeland Secuity is expanding relationships with HBCUSs.

* ULAR supporteda Spring Breakcourse allowing studerts to explore a phamaceuical caresrin
Latin America.

*  OARnetard the Supercomputer Certer coordinate monthly programsfor staff on agects of
diversty.

Future Plans/Recommendations

Degite somelaudable acivitiesand outcomes there remains alack of anoverarching strategy argualdy
reflectedin the relatively static profile of minority numbersof facuty and staff and in the reportedlack of
succes with exit interviews. It iscommendabe thatthe Senior Associate Vice Preddert isthe diverdty
contactfor the Office of Resarchand that all units report to him. Additionally, the reports are detailed,
consideredand carefully done. However, giventhe reditiesof timeand mission the unit might consider
creatng anintermedary role whose prime purpose isto oversee on anongoing bass, all unit diverdty
initiaivesand to bring themwithin some coheren, overall focus. Such aposition /role would be very
visible and report directly to the Serior Associate Vice Presdert. An altermative could be to strengthen
the rolesof the unit diversty contacts, giving eachmore of arecagnizedresonsibility for diverdty issues
and outcomesand having them connect more with eachother on aformally recaynizedbass.
Additionally, it makesserse to the Council thatany such position and/or structure should only be for
these units who report directy to the Vice Presdent® offi ce, rather thanthe Certerswho report through
acacemic units. It is also of some continuing concernto the Council that the Office of Resarchstill does
not report any funding opportunitiesbeing offeredfor interdsciplinary resaich on diversity topics.
Funding for reseach on diversty wasa spedfic objectve of the Diverdty Action Plart -yetthe certral
unit for institutional researchsupport hasyetto provide evidencefor this.

*4. The Vice President for Research will: a) Establish seed grants for the purpose of promoting the
interdisciplinary study of diversity issues, b) Create opportunities for inter-college research programs
focused on multicultural issues.

Student Affairs

Overall Assessment

Studert AffairsCcommitmert to diversty isvery apparert. The unit keeps in touch with the needto
provide new and different approachesso asto erhance the environmert for all studentsand toinstill in
students a value for and appreciation of adiverse student population. The Offi ce of Student Affairs hasa
long history of emlracing diverdty asa core value and implemeriing programsreflecting that Several
importart steps have beentakento continue their aggressive approachincluding:

Special or Continuing I nitiatives
* Creating afull-time NCBI coordinator that providesdiversty training acrass campus.
* Aggressively promating the use of minority vendors suchthat 11 units within Student Aff airs
surpassedthe 15% goal. In 2003-2004, the number was three.
* Incorporating GLBT issuesinto all surveys and providing in-servicetraining to their staff on
genderidertity and expression.
e Completion of the AfricanAmericanmale retertion project
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»  Providing additional advancemert opportunitieswithin Dining Servicesand FaclitiesPlamingN
two units with large minority represertation.

* Encouragng workersto obtain their GED by utilizing campus reourcesso asto qualify themfor
higherlevel positions.

* Sponsoring the Alliesfor Diversty living learnng program

The overal diversity of the Studert Affairs staff is excdlert. Especially noteworthy is that 20% of the
Director level positions areminority, and femalesarewell distributedamang the leadership and higher
level staff positions.

Future Plans/Recommendati ons

The Offi ceis aware of the challenge posed by the regstering of the Christian Legal Society and should
monitor the effects of such decisions. In the future, controverdal decisions such asthis one wasshould be
vettedmore broady.

University Relations

Overall Assessment

Univerdty Relations wasrecerly rearganizedasa part of the Office of External Relations (OER), which
also now includesWOSU and Governmert Relations. The 2003-2004 diverdty report isthefirst by this
offi ce. OER acknowledgesthat the concerrs explicated in the previous two diversity reports (to
Univerdty Relations) were on target The report also notesthat therearelimited opportunitiesfor this

offi ceto impactthe diversty of its staff. Therefore, the unit proposes that consideraion and merit be
giventoinitiativesit undertakesto support diverdty throughout the univerdty. The Council doesand will
take very seriously OER initiativesto support broaddiversty goals. However, consistert with the
Diversity Action Plan and its charge, the Counsel will continue to monitor the composition of the staff
(and facuty and studentsin the cas of other units). Thus, the Council is plead thatthe OER report
includesdiverdty data and acknowledgesthat the offi ce could berefit from broader ethnic diversty. The
diverdty data presentedin the report indicate that each of the three components making up OER hasmace
someprogress in increasng the percernt of womenand underregesertedgroups in senor staff positions.
Yet, judging from the April 2004 statisticsfor Universty Relations (which may not depict the exact make
up of the currert unit), the Offi ce still hasalong way to go in termsof ethnic diversty (84% white
execuive and administrative staff, and 90% white professional staff). Thus, the Council urges the unit to
exercise diligencein working to increa® diversty within the unit aspositions becaneavailabdle. At the
sametime, the Council appreciates that OER takesseriously the diversty goals of the universty.

Special or Continuing I nitiatives
OER isengagedin anumber of commerdabe diversty initiatives including:

I Parnerships with Undergraduate Admissions, OMA, and the Alumni Association thatincludesa
rado campaign on urbanrado stations to encourage applications to the universty from African
Americanstuderts

I Exploring callege information sessions atlocal African AmericanChurches

I Sponsorship of @ Know | CarDads to encourage African Americanstuderts to atterd college

I Works with OMA, the Multicultural Certer, the Women@ Place, and ODSto promote their
efforts to improve the diverdty climate on campus

I Offersbonuses(and other rewards and resources to staff who perform excegionally well to
assist with retertion; hasbeenhelpful in retaining talented female writers

! In collaboration with OMA, hiresstuderts for positionsin offi cesaswaysto recrtit studerts of
color for possible emdoyment after graduation
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! Studert Involvemert Pragram (WOSU) providescareer-related work experience for studerts; the
current programis 67% female, 12% African American, 4% Hispanic and 4% Asian

Future Plang/Recommendations

OER indicatesthat one of its major challengesis in identifying minority vendors and getting minority
verdorsto became certifiedassuch. The Council recanmends both along-term and short-term solution
to this problem. In the short-term, OER should tally and report purchasesfrom minority vendors who are
not certfiedasminority purchases but make this apparert in itsrecads. In the long run, it would be
useful to bein contactwith units on campus that have beenmore succesful in idertifying minority
verdors (e.g., the Offi ce of Business and Finarce, the Fisher College of Business). The unit@ report also
noteslow turnover ard limited hiring opportunitiesasconstraints in building amore diverse serior level
staff. Evenwith these limitations, the Council recanmends that the unit closely monitor the numbersand
take concertedsteps to diversfy when positions areavailabe. Oncethe unit attract diverse cardidates
for its positions, it appearsthat the unit@ positive work ervironmert will help retain them. The Council
appreciatesand encourages the unit to continue to hire studerts of color asone way of creaing its own
pool of minority applicarts.

OFFICE OF ACADEMIC AFFAIRS UNITS

Chief Information Officer

Overall Assessment

The efforts presented by the Offi ce of the CIO areleadng the organization in the right directon.
Although the Officedid not develop adiversty strategy regardng reauitmert and retertion of all staff,
they acknowledgedthat their diverdty initiative wasdesignedfor serior mamagemert asthey recagnized
the importance of Qeadng by example OThe unit further stated that additional efforts, training
opportunitiesand the gathering of beg practiceswill bring recrutmen and retertion for all staff to the
forefront. Regardng active steps to regpond to the needs of GLBT populations, the unit rediedthatit
refers new staff to the OHR site concerring domedic partner berefits. It wasnotedthat although the
demayraphic information shows strong represertation of womenand African Americans, other minority
repreenationislistedat 0%. (In its plan, the unit states thatit hasa broader represertation of minorities
thanthatindicatedin the demagraphic informaton providedby the Office of HumanResurces.

Special or Continuing I nitiatives
* It isvery positive thatthe offi ceis developing aninternship programfor under-represened
studerts.
* Thetraining opportunitiesdescribedfor the Director for Human Resurcesare astepin the right
directon, although a broader |leadership scope would be more infl uertial.
* Theunit made good stridesin purchasng through minority verdors.

Recommendations

The Diversty Council hadrequededin prior yearsthat units appoint adiverdty committeeto work on
diverdty initiatives The Offi ce of the CIO should considerthe creaton of adiverdty committeeto
provide leackership to the unit. The Council looks forward to a well defined and plameddiversty strategy
for the 2005-2006 year. A plandevising strategesfor both recrutmert and retertion will have the effect
of continuing to erharnce broader diverdty represerntation within the unit. Ladly, stronger efforts should
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be madein the GLBT arerna asreferral servicesare insuffi ciert to foster and maintain a positive
ervironmert

Glenn Institute

Overall Assessment

The Glem Institute has takenthe strengths that were previously recagnizedand built upon themby
continuing in-depth discussions of GLBT issues and civil rightsin their studert programming. Most
notableis the Institute® ongoing work with Ohio@ urbanschools. The unit openly discussedall the
concerrs thatthe Univerdty Diversty Council suggeged. The Institute recaynizes its limitations
regardng programming constraints, but hasfound creative ways to address such constraints: ONVe must
structure some of our programsto include balancednumbersof Demacrats and Republicars, we have
learredto lay clear plars for secuing minority participarts first.O The unit doesnot wart demagraphics
of membership to be anexcuse or a defersive statement but atool that helpsidertify and overcome
challenges The Institute listed sevenquality programsthat highlighted diversty and have worked
extersively on broadening its recruiting metods to reach a more diverse group.

Special or Continuing I nitiatives

* Thelnstitute hasservice-leaning initiativesthat connecthigh school studerts from underserved
popul ations to innovative educatonal programs

* A date of distinguishedlecturesabout Ohio women, educaton in inner-city schools, and the
ethicsof diverdty and integration.

*  Production of a major report on Ohio® Working Poor, addressing issuesof particular concernto
womenand minorities

*  NEW Leacership program for nurturing the next gereration of state-wide womenleacers

* Thelnstitute is hometo the Kiplinger Program in Public Affairs and Journalism. The six fellows
chosenfor the inawgural yearof the programinclude two peagple of color and two women.

Future Plans/Recommendations

The Institute will continue to support womenthrough programsard increa® its percentage of peaple of
color. TheInstitute also plansto continueto increaseits diverdty of spealers, diversity in programming,
and staff members. The Council supports all of these stated goals and applauds the flexible thinking
behind what constitutesGacceptatl e experience O

Graduate School

Overall Assessment

The Graduate School providessupport servicesfor over 10,000 studerts represerting over 110 MegeeO
programs Same of these support servicesinclude professional developmert, workshops, and
administrative servicesamong others Between 1999 and 2003 The Ohio State University Graduate
School wasrarked 8" in the nation for doctoral degreesgranted and 7 for grarting degreesto African
Americanstudents.

The School erharcesits recruitmerts efforts by working with the offi ce of Institutional Resaich and
Plaming in developing surveys and retertion meticsto idertify areasthat needimprovemert. The
Graduate School also oversesthe Ohio Science and Engineering Alliance (OSEA), a project that assists
science and engineaing graduate programsto recruit minority studernts within the state of Ohio.
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According to HR reports, staff demographicsrange from 1 minority individual in the year2000 to 3
minority individuals asof April 2004. The School itself reports a staff thatis 67.8% womenand 19.4%
minorities

The Schooal is currently developing metods to evaluate the effectiveness of currert reauitmert efforts.
Minority errolimert in 2004 is higher thanin either 2003 or 2004. The School also recognizesthe
importance of utilizing minority companiesfor Callege purchases

Special or Continuing I nitiatives

*  The Summer ResarchOpportunity Program (SROP) remans avery successful diverdty
erharncemert program

* The Ohio Science ard Engineering Alliance (OSEA) creaedby and housedin the Graduate
Sclool receivedafive year, $3.5 million grarnt from the Louis StokesAlliancesfor Minority
Paricipation program atthe National Science Foundation in Novemkber 2003. Lag summer,
OSEA funded 45 underrepresented minority studerts, including 11 at OSU.

* The Student Achievemert in Resach and Sclholardip (STARS), like the SROP program, has
beenin place for tenyears

*  Workshops on applying for admissions, finarcial aid and preparing for the GRE for minority
studerts.

* Graduate Enrichment Fellowships awarded and acceped areup over the lag two yeas.

Future plans/recommendations

A statedgoal for this unit is to have the staff body mirror Ohio@ future demographic profile.

The unit should move forward with its aralysis of the effectiveness of differert recrutmen programsand
how these programsimpactthe diff erert racial and ethnic groups. The Graduate Sclhool should work more
closely in aggressively seeking funding to help departmerts. It should expard its seaich for national
funding opportunitiesfor programsthat may not be availatle atindividual departmert level. This unit
should appoint senior facuty to help overseediversty initiatives

International Affairs

Overall Assessment

OIA coordinatesintermational activitiesfor 15 unitson campus. As such, it encouragesand promotes
Qolerarce and aceptance of racial, sexual, gerder, religious, ethnic, cultural and national divergtyO
within its offi ceand amang the affi liated units. The unit hasorganizeda Diversity Advisory Committee
with the charge of providing anon-going assessmert of environmertal, work, and life issuesrelatedto
diverdty. Thiscommitteeis composed of representation from OIA, ard just two affiliate units.
However, seach committees presumahlly for all affi liated units, must have arepresertative (or
consultart) on the Diversty Committee,suggeging Ol A takesseriously the goals of diversity, and the
concernof the Diverdty Council thatit develop and implemen strategesfor erharncing the recruitmert of
domesdic minority cardidates Still, the unit remains light in the proportion of domegic minority staffin
keyroles though its leadcership staff isdiverse in terms of sex (69% female) and nation (75% foreign
born). OIA hasgood retention of minority and female staff.

Same of the activitiesof affiliated units of OIA indicate acommitmert to diversty. The International
Programs Offi ce addressesthe international education needs of ethnic and minority populations. The
Officeof International Educaton@ (Ol E) study abroad program hasbroaddiversty (25% non-White in
2003-2004). OIE also hasa partnership with the Multicultural Certer though the nature of this
partnership is not specifiedin thereport. The 2004-2005 cohort of the Office of International Affairs
SclolarsProgram is 58% female and 17% (12/72) minority including five Asian Americars, two African
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Americans, and five Hispanic Americars. The Area StudiesCertersare notedasengagedin
strengthening diversty through their outreachprograms.

Special or Continuing I nitiatives

! Estabishmert of a Diversty Advisory Committeeto address issuesof diversty.

! Active Recrutmert of Domedic Minoritiesfor the study akroad program.

I Continued Good Participation of Domegic Minoritiesin the ScholarsProgram.

I Employmert of Latino/as Samali Immigrarts, and Chinese studerts in areastudiesprograms
dedgnedto educat heritage and non-heritage communitiesabout the origins ard cultural
tradtions of immigrart groups.

! Cdlaborations: Officeof International Educaton hasa partnership with the Multicultural Certer.

Future Plang/Recommendations

OIA notesseveral challengesthatit facesin meetng diversty goals, including: (1) onesposed by
granteesthat do not pemit use of its funds for addressing the needs of heritage communities (2)
Certrerched structural barriersendemic to societyOthat make diversfying its leadership staff in terms of
domedic minority membersdiffi cult; and, (3) relatively flat organizational structuresfor most units. The
unit plans to continue to work with HumanResurcesto achieve higher ratesof diversity in employmert
and retertion. Becase of flatadministrative structures in doing so, it will placestrong emphasson
market equity, flextimescheduling, and job training. The Council appreciatesthe challengesfacedby
the unit, but repeasitscdl for OIA, perhaps through its Diversity Advisory Committee,to take up the
specifi ¢ topic of strategesfor including domesgic minoritiesin leadership positions and more African
Americarsin its International Affairs Scolars Program. Also, lag yea® Council indicatedthatthe
unit® report wastoo gereric and non-specific with reectto the GLBT population. Thisyea@® report
doesnot discuss this group. Whatis OlA doing to erhancethe ervironmert for this population?

University Libraries

Overall Assessment
Univerdty Librariescontinuesto make progress in incorporating diverdty. The unit strengthens the
internal work/life climate by providing emgdoyeeswith development and advancemert opportunities
encouragng and recognizing emgdoyeeparticipation in conferercesand workshops, and working to settle
empoyeerelation concerrs. The unit also offers flextime. Three new facuty memberswererecruitedin
2004: one AfricanrAmericanfemale and one Asianmale. A third cardidate, an AfricanAmerican male,
declinedthe position to stay closer to his family. University Librariesalso works to ensure that the
materials within its librariesreflect a diverdty of language, beliefs, culture and style.
Special or Continuing I nitiatives
e Minority vendor spending increagd by 162%, from $19,350 to $50,698.
* Universty Librariesreinstatedthe Mary P. Key Diversty Resdernce position. This positionis
now atwo-year appointmert in one departmert.
» Universty Librariessponsoreda minority facuty member® participation in the Minnesota
Minority Leadership Confererce.
* Theunit plansto implemert a strategc communication/maketing planwith recruting minority
cardidatesasone of its componerts.
* The course, GDSU History ard Its WorldOincludesat|eag one class on the history and concerns
of Affirmaitve Action on the OSU campus.
* Theunit producedabookmarkthat highlighted Asian collectons and distributed at the 2004
AsianFedgival.
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* Libraryfaculty and staff atendedthe Ohio Library Council Diversity Conference and Spectrum
dinner.

* Universty Librariesused the strength of its Special Collectons to provide the matrial for a
course, Perceptions of hem:ORace and Ethnicity in American Pgpular Culture O

Future Plang'Recommendation

In light of the tradtionally femalk nature of the profession, Univerdty Librariescontinuesto facethe
challenge of recruiting more male staff and facuty. Because such alarge number of the Librarie®)
empoyeesareeligibleto retire, the unit should be thinking strategcally about increasng its diverdty asit
awaits a 30-person turnover in staff over the next several years The creaion of abookmarkto publicize
the Asiancallecton at aparticular evert might also work by doing something similar with the Black
Studiesard WomenStudiescallecions. Two future ideasseem very promising: 1) making availabe on
the Internetthe 2004 Latino Studiesin the Midwed Symposium and 2) working with the Kirwin Institute
for Ace and Ethnicity to house papersof those individuals acivein civil rights.

Minority Affairs

Overall Assessment

Asthe Offi ceof Minority Affairs so rightly points out, long before the Univerdty had a Diversity Action
Plan, OMAG mission and raison d’étre wasand remans the promotion of excellencethrough diversity.
OMA continuesto be acampus leacer in the arera of diversty by continuing those initiativesthat have
yieldedreaults and developing new initiativesaswarranted by changing circumstances The unit reports
that the Council @ previous recmmerdations have been the subjectof their on-going conversations. In
thisregard OMA hasreewaluated some programsin light of the Univerdty of Michigandecision,
discussedthe needfor a (Buccess ChallengeOgrart to provide more widegreadtutoring, and worked
more closely with appropriate offi cesto increa® minority purchasng and minority applicaions. For
minority purchasng, OMA and the Offi ce of Finance and Physical Faclitiesarepartnering to offer
workshops for universty units and local minority catering firms. To generate more minority applicatons,
OMA isincreasng its contacts with minority students who have appliedand beenacaeped its out-of-
state trips, ard its targetedrado spots.

Special or Continuing I nitiatives
All New Initiatives:
e Cdlege Summit Pragram: assists minority high school studertsin preparing college applicaions
* Roundtahe: works with the Kirwan Certer for the Study of Raae and Ethnicity to provide a
forum for leadersof Certral Ohio®3 Afri can Americancommunity to discuss with OSU issues
thatwill reault in research quegions
* World Sevice Pragram: providesup to four studernts the chanceto travel to Africaor Latin
AmericaforOmedum-range work in service rolesO
* Resurce Certer: providesinformaion about the profile and concerns of the Black Male
Initiative populations

Future Plans/Recommendations

OMA remains steadad in its mission to provide programming, resources and acacemic services Even
asOMA willingly works with other campus units, it raisesin its report someissuesof presen and future
concernregarding admissions ard errollmert maragemert. The Council recommenrds that OMA continue
itsvigilarn posturein invegigating measiresof academic succes amang minority populationsand in
raising quedions about the increasngly heaver reliance of OSU on national tes scores OMA should
expard its roundtable concept to additional communities. The College Summit Program should be
exterdedto Appalachianhigh schools. In gereral, OMA should be asexpanrsive asits mandate allows.
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The Council commerds OMA for its willingness to work with other units, thus facilitating the diverdty
efforts of others

Multicultural Center

Overall Assessment

The Multicultural Certer collaborateswith a wide range of unitsto keepdiversty atthe core of all that
the Univerdty does Although only threeyearsold, the Multicultural Certer hasegalishedaneffective
presrnceon campus. It takesseriously its goal of Gntraand intercultural coalition and community
building.O The Certer reports that its greaed accanplishmert in 2003-2004 wasits Oncreased
engagemert and impacton campus, along with the developmert of Certerinfragructure.O The Certer@
influence seamsto be permeaing a number of aremasasit increagsits collaborative efforts.

Special or Continuing I nitiatives

* Academic Part nerships: provided programming in collaboration with the School of Journalism,
Womer@® Studies the Certer for the Study of Teaching and Writing, Faculty and TA
Developmernt, FYSS ard PAES.

« Community Part nerships: hostedthe National Women® Music Fegival, Model Arab Leagie,
AlliesInstitute 2004, GLBT Town Hall Forum , Asian Fegival M Quri Program (with YWCA),
Readabrship Program (with Columbus Public Schools)

» Collaborations: continuesto build allianceswith the Womer(3 Place, GLBT groups, Asian
American Studiesand constituencies Native AmericanStudiesand constituencies African
American Male Retertion efforts, Latino/a Studiesand constituercies

*  Programming: erhancedprogramming for such activitiesas AmericanIndian Council Powwow,
Muslim-Jewish Dialogue, American Indian Graduation Banquet

* Professionalism: staff are encouragedto attend professional developmert workshops.

* Advocacy: developed Sexual Assaut Advocate Pragram; arguedfor language changesin
Universty® non-discrimination policy, and erhancement of OSU® Parertal Leave Pdicy

Future Plans/Recommendations

The Multicultural Certer seeks to engage QAcademic Affairs and the University asa whole, beyond
projed mertality, to actally support embedding the Center within curricula and program developmert.O
Thisisanambitious goal, for it calls for trarsformative thinking and the assistance of other units with
similarvisions. As adiverse group, the Cenrter could say more about its own internal workings to model
how effecive differerce asa core value canwork in institutions. In general, The Multicultural Certer
should be asexparsive asits mardate allows. The Council commerds the Center for its willingnessto
work with other units, thus facilitating the diverdty efforts of others

Office of Undergraduate Studies

Overall Assessment

The Offi ce continuesto make progress with regardto the recruitmert ard retertion of minority studerts.
Although therewassome setbackthis yearin termsof admissions, the overall demographics are
encouragng. Thereis considerabe effort and commitmert givento recuitmert activities In addition,
the offi ce off ersa wide range and increasng number of cultural and diversity related programming for
freshmenand honors and scholarsstuderts. The report doesnot mertion ary follow-up evaluation of the
effectiveress of these activities
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Minority verdor purchasng hasincreagd slightly and the offi ce contributesthis to the number of
minority vendors availade to supply their need.

For the pag several years the Offi ce hasbeenunder a mardated budget deficit reduction planthat
necesitatedthe abolishmert of 59 positions. At the sametime,the Offi ceacquiredthe Undergraduate
Academic Advising Services(USAS). Current demagraphics should be viewed with this reaity in mind.
Nonetheless, the offi ce remains strongly committedto the goals of the Diverdty Action Planand takes
seriously the needto increa® the diversity of the staff so asto meetthe needs of our increasngly diverse
student population.

Continuinginitiative

Clearly the Offi ceis committedto continuing to increag the numbersof underrepresented minoritiesin
the undergraduate student body. The offi ceisto be commendedfor its efforts particularly the

modifi cation of the freshmanapplication in regponse to perceived notion that the applicaion might be a
barrierin and of itself.

Future Plans/Recommendations
The Offi ce of Undergraduate Studiesshould continue aggressive recruiting and desgning of new
strategesto attracta more diverse student body.

Wexner Center for the Arts

Overall Assessment

The Wexner Certer for the Arts continuesto struggle with the developmert of aformal structure that
would address the ongoing developmert and implemertation of diverdty initiativeswithin this unit. The
Certer seamsto rely on their performing arts and programming in order to meetdiverdty goals ard
objecives In fact, this wasastatemert in both lag and this yea reports. The unit citesthatit works
with the Offi ce of International Affairs and the Living Learning Programsand hasfl exible work
schedulesfor full-timestaff in order to increase diversty and work life initiatives The unit also mentions
thatit hasrepresenative numbersof persons from GBLT populations. However, no specific numbersare
providedregardng this statemert.

Special or Continuing I nitiatives

* Atterdarnce of the Administrative staff at anall-day workshop on diversty.

» OQutreachard engagemert initiativeswith the Columbus Public Schools G2ncompassing studerts
of mixed populations from K-12 grace levels (e.g., Art Verturesfor 4" graders Teers Arts
Fusion, Wex LabVideo, High School Media Connections, Interrational Children® Film Fedgival,
summe youth workshops, free Family Days)

* Provision of scholarships for the outreachand engagement programsfor studerts with finarcial
need

Future Plans/Recommendations

This unit needs to make anorganized, formal commitmernt to the developmert of increasng racial and
ethnic diversty within its administrative and executive rarks. It is also recanmerdedthat the unit
continue to develop and implemert a concrete, substartial program that would more successfully engage
racially and ethnically diverse studertsin programming areas While the unit statesthat the programming
ismore diverse, the unit needs to be more specific and concre in its actual reporting of data. For
exampe, the unit needs to specifically report data relatedto racially and ethnically diverse populations
within their programming efforts.

36



Revised:
5/13/05

37



