Faculty Affairs Committee:

Development and implementation of mandatory training in diversity, equity, and inclusion
(DEI) for IU Kokomo faculty.

Motion: We move for the formation of a task force responsible for the development of guidelines
regarding the content and requirements for campus-wide DEI training for IlU Kokomo faculty.

Rationale:

In 2005, the Indiana University Kokomo Faculty Senate approved statements of campus mission, campus
vision, and commitments for the campus to a series of values in our service to our students and to the
region (see https://www.iuk.edu/academic-affairs/academic-resources/mission.html). A prevalent
feature of both the IU Kokomo mission statement and the vision statement is the promotion of diversity
and inclusion. Furthermore, the faculty senate expressed their obligation to the promotion of diversity
and inclusion in its approval of the Commitment to Diversity statement:

“The campus community demonstrates its commitment to diversity by providing a safe,
welcoming, and inclusive environment that promotes integrity and respect among all members
of the campus community and by valuing shared governance and open, civil discourse.”

Our ability to meet this commitment depends, in part, on the faculty to develop and exercise the skills
needed to foster a diverse, equitable, and inclusive campus community. Given increasing social
awareness of sensitivities regarding race, ethnicity, religious affiliation, gender/sexual identity, age,
national origin, disability, and economic status, the need for such skills is perhaps even more important
now than when the faculty approved the statement of commitment some 16 years ago.

Unfortunately, in the last few years our campus has lost students, staff and faculty because of micro-
and macroaggressions targeted at them, and because of the perception that the campus is not really
motivated to change. We have revamped our diversity requirements in general education so our
students are better global citizens, but as of now we still do not have any such expectations of faculty.
While numerous programs providing such training have been available on campus for some time, there
has heretofore been no formal campus-wide requirement for faculty to participate in diversity, equity,
and inclusion (DEI) training. As such, our application of DEI principles to our interactions with our
students and the community have been inconsistent at best, which undermines our ability to prepare
students to live and work in a diverse world as well as other key goals of the campus’ Diversity Plan.

If we are to remedy this situation, we need the entire faculty across campus engaged in this training. We
could live up to our stated ideals if more faculty were actively engaged with these issues beyond the
small fraction of our faculty (~15-20 people across campus) currently doing so. As it stands, however,
our current low levels of engagement, coupled with our apparent lack of holding faculty accountable to
the diversity ideals we espouse, adversely affects our ability to attract and retain students, staff, and
faculty from underrepresented groups, and enables the perpetuation of beliefs, attitudes, biases, and
behaviors within our community that are antithetical to the promotion of diversity. Obligatory


https://www.iuk.edu/academic-affairs/academic-resources/mission.html
https://www.iuk.edu/diversity/campus-diversity-plan.html

participation in a DEI training program for all faculty would allow us all to learn more, be better, and
assist each other in developing the community of care for which we are already so well known to many;
this motion would ensure that we are able to extend that community of care to all.

In implementing a campus-wide DEI training requirement for faculty, IU Kokomo will ensure that, at a
minimum, all faculty will have a fundamental understanding of key DEI issues affecting the campus
community and how to address those issues appropriately in the various contexts in which our faculty
work. In addition, such a requirement will likely enhance conversations of DEl issues among faculty and
between faculty and others in the campus community, as faculty become more knowledgeable, familiar,
and comfortable with participating in such discussions. Furthermore, collaborative opportunities will
likely arise that will further build interpersonal relationships within our campus community. As such, a
campus-wide commitment to DEI training for all faculty will foster the development of a campus climate
that welcomes and celebrates the differences among our community members.

General Guidelines for the Development of DEI Training for Faculty:

Timeline:

A seven-member task force representing faculty from all primary academic units (two representatives
from Humanities and Social Sciences and one representative each from Sciences, Nursing and Allied
Health Professions, Business, Education, and the Library) will be created to develop the training program
and policies regarding faculty compliance. As many training sessions, workshops, and other such
opportunities are already available, the focus of the task force will be to establish baseline requirements
for training, develop policy and procedures for documenting such training and ensuring faculty
compliance, and approve an initial suite of possible training activities that meet the requirements.

The task force will work on developing policy for the training program during the fall 2021 semester with
a goal of implementation at the beginning of the 2022 calendar year. As there are already numerous DEI
training sessions that have been developed and offered to faculty in recent years, the task force’s
principle objectives will be...

1. to establish the minimum number of training sessions per year in which faculty must participate
to meet the minimum comply with the training requirement,
2. to identify an initial suite of available training sessions that will meet the training requirement

w

to develop clear guidelines for faculty to report training activities to their supervisors
4. to provide recommendations for remediation should a faculty member choose not to attend
training sessions

Given that the task force should be able to meet this short list of objectives quickly, and there is pressing
need to implement DEI training as noted in the rationale provided above, the task force should be able
to present the program to the full Faculty Senate for discussion and a vote to approve no later than the
November 2021 meeting. Should the Faculty Senate approve of the program, implementation would
begin at the start of the spring semester in January 2022.



Principles for development of the faculty DEIl program:

Faculty, rather than administration, will be responsible for developing specific requirements for DEI
training, assuring compliance, etc.

The amount of time and effort required of faculty for the training should be sufficient to ensure that
faculty remain current with respect to DEI concerns, but not overly burdensome on the faculty. The
Faculty Affairs Committee recommends participation in no more than 1-2 training sessions (~2-3
hours) per year to meet this requirement.

The training program will be flexible, providing many different opportunities, modalities, and paths
for satisfying expectations.

Training should be available and actively promoted to adjunct as well as resident faculty.

Training should address DEI broadly but with particular emphasis on areas of historical oppression
(e.g., race/ethnicity, gender, sexual orientation, disability, religious affiliation).

Clear guidelines for what faculty need to do to meet requirements, how faculty will report their DEI
training activities to their supervisors, and how such information will be archived, will be developed.
For example, this training could be documented on faculty annual reports as part of the diversity
activity statement.

Policies will clearly articulate both an incentive/reward/recognition structure (e.g., a DEI
certification program) to promote adherence and an appropriate accountability structure for non-
adherence.

Non-adherence to the requirement should be addressed similar to other issues of non-adherence or
unsatisfactory performance in job requirements, permitting an opportunity for the faculty member
to address the issue under the guidance of the faculty member’s supervisor.

The program will provide clear procedures as to how concerns/complaints from anyone at IU
Kokomo regarding faculty behavior in relation to DEI issues should be reported, reviewed, and
archived.

Additional Considerations:

Individuals who offer DEI training should demonstrate some degree of training or experience as
qualification for leading such sessions.

We suggest that arrangements for some sort of compensation should be available for leaders of
training sessions, given the additional demand for their services that this mandate will entail.
Moreover, as developing new content for the DEI training requires extensive time and effort,
compensation should be made available for content developers as well.



Faculty DEI Listening Sessions: Summary of Conversation

Three hour-long listening sessions were offered on June 17, 28, and 29, facilitated by Dr. Rosalyn Davis
and Dr. Tess Barker. Altogether, 17 faculty members attended the sessions:

Faculty at all three sessions requested clarity on what was being proposed in terms of a DEl requirement
for faculty. This led to conversations primarily about ideas that are already in development. One idea
was for there to be a two-stage voting process: vote 1 would be on if there would be a required DEI
training for faculty; vote 2 would be on the content, timing, requirements, etc. That would allow the
idea to move forward in September but still allow time to fully develop the details and vet them with
stakeholders, as well as learn more about other ideas that were presented.

1) IUPUI Model: Possible D&I Option for Tenure & Promotion

IUPUI is exploring adding a Diversity & Inclusion option for tenure and promotion. Details are not
finalized but considerations include trainings completed and other documented ways faculty would have
contributed to DEI at IUPUL. There was general interest in knowing more about how IUPUI will
implement this option, especially as this idea has come up in some of IUK’s units. It was noted that IUPUI
has funding to develop D&l trainings that would not readily be replicated at IUK. Dr. Davis offered to
share more information once she receives it.

2) Canvas-Based Trainings

Dr. Davis has begun conceptualizing an online Canvas course that could house DEI trainings. There were
questions about the content, timing, and other expectations for such a training.

a) IU Developed

IU is developing some online DEI modules (we think 4 in total) that will be promoted through
the Teaching for Student Success Series and will have a certificate attached to it. The modules
will be self-directed and self-paced.

This training will not be mandated but is available to those that would like to be involved with
the TSS program.

b) IUK Developed

Most conversation occurred around an IUK-developed training. This may have been because the
most concrete information could be offered about this idea, rather than it being the idea that
was of most interest/most widely supported.

Dr. Davis has begun conceptualizing a Canvas course to include about 10 modules of
introductory-level content on a variety of DEI topics. The course would be self-paced and self-
directed, so that faculty could choose which topic to complete first. The content and length of
time to complete each module has not yet been decided, but feedback was that 1 module a



semester or 1 module a year might be a reasonable expectation (total time: 4 — 6 hours/year).
Modules could include a quiz or self-attestation at the end.

There was strong interest in having a certificate or other badge provided to those who complete
the whole IUK Canvas course. There is also an acknowledged need to have trainings that go
above the introductory level that would allow faculty to find their “place” in the and encourage
continued development for those who have some DEIl training already. Intermediate or
advanced trainings could be developed after the first Canvas course was completed.

Suggestions for content: go beyond race and ethnicity; class/socio-economic status; learning /
invisible disabilities; cultural humility; country of origin; language abilities; etc. The current hope
is to have the modules created by interested faculty who could receive compensation for the
effort although no funding source has been secured or requested. Consider also putting topics
into groups and requiring at least one training/topic from multiple groups, to promote both
breadth and depth of learning.

Suggestions for learning objectives: consider if the trainings are to promote an individual faculty
member’s own general knowledge on the DEI topic, or if the trainings are designed to improve
the ways faculty teach our increasingly diverse student body. We want to help create supportive
learning environments for students, including students who may have had limited DEI exposure
themselves.

Suggestions for substitutions: DEI topics are wide and varied and also run the gamut from
compliance to ethics within each of the different topics. Consider course substitutions and
certification trainings to count for any DEI requirements. Also, occasional live trainings could be
added/substituted for an annual Canvas-based training, such as if someone does a Safe Zone
training. But the intent is for people to push themselves to learn new things, not stay in their
comfort zone, so this will have to be balanced.

3) Voluntary vs Required Training

There was unresolved conversation about marketing this as a learning opportunity, a requirement, a
mandate, etc. General feedback was to find ways to encourage trainings, and even require them, but
not mandate them (acknowledging that “require, not mandate” sounds contradictory). But many
participants noted that those who should/need to take trainings will not do so unless it is mandated and
tracked. There will always be a small subset of people who will oppose an effort such as this, which is
why if it were part of the P&T process, that would help make it more of a meaningful requirement.

It was noted the trainings should be developed to support adjunct involvement and inclusion. The CLTA
will provide compensation for adjuncts for any training that is more than an hour.

This requirement should be considered with full information on the other required training faculty may
have to annually complete (FERPA, HIPAA, etc.). For example, IlU may also be coming out with a required
training about accessibility in the near future. Some participants noted that DEI training was at least
“equally” important to other things faculty are required to train on: harassment, discrimination, lab
safety, etc.

4) Certificate of Completion



There is an interest in providing a certificate or other acknowledgment of completion for those that
finish the required training (Canvas or otherwise). There could be levels of certificates to encourage

ongoing learning and completion. CLTA would be willing to house the certificate and track participation,
as they do with the Accessibility Certificate.

Alternatively, it was asked if this could be included in annual reports as a way to track and monitor
participation.



Faculty Diversity Training Options and Tiers

We want to stress that these are examples and not an exhaustive list. We will promote activities
that meet training tiers at least once a semester but may announce others as they we are made

aware of them.

Examples of Training Options at Entry Level

similar system wide town halls on diversity

Training Anticipated Time Investment
Safe Zone Training 2.5 hours

Table Talk RE: Any Diversity Topic 90 minutes

IU Kokomo Community Conversation (2) or | 90 minutes

IU Kokomo Developed Training Modules 1-
3 1

Module 1: General Overview 1.5 to 2 hours
Module 2: Race and Ethnicity 1.5 to 2 hours
Module 3: Sexuality 2 hours

Factuality Training*

1.5 to 2 hours

IU Systemwide Diversity Training

1.5 to 2 hours each

Examples of Training Options at Intermediate Level

Training

Anticipated Time Investment

Trans 101 Training

2.5 hours

Semester Long Reading Group

1-2 hours monthly

Teaching for Student Success Modules on
Diversity Equity and Inclusion

1.5 to 2.5 hours per module (3/4 modules
total)

IU Kokomo Developed Training Modules 4-
71

Module 4: Religion 2 to 3 hours

Module 5: Language 2 to 3 hours

Module 6: Ability 2 to 3 hours

Module 7: Discrimination 2.5 to 3.5 hours

CTLA Training on Inclusive Teaching/UDL

2+ weekly for approximately a month

Examples of Training Options at the Advanced Level

Training Option

Anticipated Time Investment

Take a class on some area of culture/diversity
(i.e. an American Sign Language Course or
language course, or African
American/Women’s/Latino History Course)

2 or more hours a week for 15 to 16 weeks

Developing a course that heavily incorporates
DEI into course content

2 or more hours a week for several months

Presenting content on DEI that is evidence
based and meets accessibility standards for
participants

2 to 4 hours at a minimum

Attend external DEI workshops from
approved providers

2 to 4 hours at a minimum




LinkedIn Learning Diversity Module

6+ hours but felt much longer

IU Kokomo Developed Training Modules 8-
10!

TBD

Because Community Conversations are not as interactive as the other options you must attend at
least two of those activities to equal to one of the others. For those that complete the Teaching
for Student Success modules you will receive a certificate. Everyone else may be able to
complete an introductory and advanced DEI certificate after the Diversity Committee, Faculty
Diversity Liaison, Office of Accessibility and CTLA agree about how to ensure breadth of
learning. This list is not exhaustive and is meant to provide a rough estimate of time. Some of
this will depend on how much information someone has about a subject before they begin and
how much they are able to stay engaged with the topic. Additionally, we as a faculty body have
to determine how many activities would be required annually or biannually. Suggestions from

listening sessions are below:

e One activity that would be deemed entry or intermediate level a semester (fall and

spring).

e One activity that would be deemed entry or intermediate level an academic year
e One advanced activity would meet requirements for a year (or two) depending on the

activity

e Working on the DEI certificate one activity per term would count as meeting the

requirement

Any or all of these could be adopted or another suggestion could be made instead.

Notes: Items marked with a superscript 1 are still needing to be developed and will done so
likely at a pace of one a semester. Items marked with a * are budget dependent.






