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LETTERFROMTHE DIVERSITY, EQUITY, INCLUSION, AND ACCESSIBILITY STRATEGIC PLAN
LEADERSHIP TEAM

Dear Members of the Syracuse University Campus Community:

As Syracuse University seeks to identify its next chief diversity and inclusion officer, we are serving as an interim leadership
team, charged with engaging the campus community to advance the University’s inaugural Diversity, Equity, Inclusion and
Accessibility (DEIA) Strategic Plan. To accomplish this charge, we are collaborating with key DEIA campus partners, including
the Office of Diversity and Inclusion; the Inclusive Leadership Assembly; the Council on Diversity and Inclusion; and the Disability,
Access and Inclusion Council. Many others, including student cultural groups, student-athletes, and Greek organizations are also
engaged in the process.

Today,wewritetosharethedraftstrategicplanandits developmentprocess,informationonthe planengagementprocessandinitial
planimplementation steps. Weinvite you to be involved as we finalize the plan to create awelcoming campus community forall.

The Planning Process

The University embarked uponthe developmentofitsfirstfive-year DEIA strategic planin 2020 with the establishmentofthe DEIA
Strategic Plan Task Force, a collection of faculty, staff and student DEIA leaders from across campus. Task force members
leveraged their expertise and feedback from a wide range of campus engagement conversations to outline the plan’s goals,
objectives and strategies. Reports from the Board of Trustees Special Committee on University Climate, Diversity and Inclusion
and former U.S. Attorney GeneralLoretta E. Lynch, along with results of the campus climate pulse survey, also helped inform the
plan’sdevelopment.

Please Reviewthe Planand Engage WithUs

The success of this plan, which requires campus engagement, is critical as we prepare our campus members to participate inan
ever-changing, globalsociety. Itprovides aframework forthe campus community through five key goals thatwill shape oureffortsto
develop an aligned campuswide DEIA strategy:

1. Enhance campus climate to create a sense of belonging for all.
Recruit, supportandretaindiverse students, facultyand staff.

Advanceinstitutionalinfrastructurerelatedto DEIAlearning, professional developmentand civicinnovation.

> w N

Elevate DEIA across the academic institution, transforming our approach to scholarship, research, pedagogy, curriculum,
programs and services.

5. Practice aninclusive understanding of accessibility.
Asyoureviewthe goals and strategies of the draft plan, please complete our survey and submitanswers to the following questions:
* How should the work within the plan be prioritized and why?
* Howwilll hold myself accountable to the priorities | think are mostimportant?
* Howshouldwe (the university)integrate and coordinate DEIAwork acrossthe fullinstitution?

*  Whatelsewouldyoulike to tell us related to the DEIA strategic plan?


https://news.syr.edu/blog/2021/08/19/interim-leadership-team-named-to-advance-universitys-deia-priorities-strategic-plan/
https://news.syr.edu/blog/2021/08/19/interim-leadership-team-named-to-advance-universitys-deia-priorities-strategic-plan/
https://news.syr.edu/blog/2021/03/24/task-force-begins-work-to-create-edai-strategic-plan/
https://news.syr.edu/blog/2021/03/24/task-force-begins-work-to-create-edai-strategic-plan/
https://syracuseuniversity.qualtrics.com/jfe/form/SV_2lyDSuqDeOOXSxU

Next Steps for Implementation

Engaging with our campus community will allow us to assist in the finalization of the document which will be provided to the
university’s next chief diversity and inclusion officer for review and implementation. While our next chief diversity and inclusion
officer, and the office of diversity and inclusion, is expected to have a pre-defined authority and will be responsible for shepherding
theimplementation ofthe planitself, the burden should notlie solely onany one leaderorgroup. The success of this planrelies upon
sharedgovernance,whichrequiresresponsibilityandaccountabilityfromeach personreadingitsdraftandfinalversion.

Robust participation by our full campus community in the plan engagement process, and the plan’s implementation, is critical for
success. A crucial outcome of our shared work will be the realization of true equity throughout our university—in our processes and
policies and inherentin our campus climate.

Welook forward to yourengagement. Thank you for your efforts and your commitment to transformational change.

Sincerely,

Diane Lyden Murphy Shiu-Kai Chin Cerri A. Banks

Dean, DavidB. Falk College of Sport Professor, College of Engineering VicePresidentofStudentSuccessand
and Human Dynamics and Computer Science Deputy to the SeniorVice President of the

Student Experience
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INTRODUCTION

In our quest to become a campus community that embodies Diversity, Equity, Inclusion and Accessibility (DEIA) and to live as an
expression of belonging, becoming and bestowing, Syracuse University rejects and rebukes all forms of racism, sexism, homophobia,
transphobia, ableism, religious harassment and hostility, classism and all other forms of discrimination, othering, hate and non-
accessibility in all its myriad expressions.

Weacknowledge thatothershave come before usinthiswork, pavingthe way.' From Syracuse University graduatingitsfirstwoman
studentin 1872; to enrolling 100 Japanese students directly from internment camps during World War Il in 1943; to hosting Martin
LutherKing Jr.,in 1961 and 1962;to opening La Casita Cultural Centerin 2011; and to becoming the No. 1 school for veterans in
more recenttimes, Syracuse University has long prioritized issues related to DEIA. Over the years, to achieve our diversity goals,
we have developed new programs of study, scholarships, cultural centers, research units and accessible spaces and have made
earnest attempts to achieve an environment that is inclusive and excellent for all. More recently, the activism and courage of our
#NotAgainSU students and allies, the broad-reaching national movementin the wake of George Floyd’s tragic death and ourown
recentcampusclimateresearchhasfurtherconfirmedthatmuchworkremainstobe donetoestablishanenvironmentthatisnotonly
diverse, butalso equitable, accessible and inclusive for all.

Weknow that ourjourney must be one of courage, self-examination and humility. [t will require us to reflect upon our current reality
and in some ways acknowledge the privileges that have emboldened some communities, silenced others and both intentionally
and unintentionally caused harm to community members who have been historically marginalized because of theirrace, gender,
nationality, disability,economicbackground, sexual orientation, otheraspects ofidentityandtherealities thatlive attheintersection
of theseidentities.

The Syracuse University Plan for Diversity, Equity, Inclusion and Accessibility

The Syracuse University Plan for Diversity, Equity, Inclusion and Accessibility offers a five-year vision for achieving a higher level of
DEIAcommitment, institutionalchange andaccountability. The process began by examining, categorizingand evaluatingbothwhatwe
are doing well and our gaps or opportunities as a first step to addressing them. This plan emerged from a multitude of interconnected
activities: (1) the recent work of the DEIA Planning Task Force; (2) administrative leaders’ ongoing engagement with activist student
leaders during the #NotAgainSU discussions; (3) a Syracuse University Board of Trustees-authorized one-year external review of the
Syracuse University campus climate and DEIA infrastructure; and (4) the voices of thousands of Syracuse University students, faculty,
staffand alumniwho offered their perspectives through a series of surveys, publicforums and dialogue groups.

While we know that ourfull vision for Syracuse University cannot be accomplished in five years, this plan provides a framework for
ourworkandhowitmayevolveitinboththe nearandlongterms. Itisarallying cryforustodevelop notonly acentralized DEIA
framework but, justasimportantly, analigned campuswide DEIA planthatinvolves every school, college and majoracademicand
administrative division of campus. Such a plan willinform how we invest our resources; evolve our curriculum; teach our courses;
admitourstudents; hire ourleadership, faculty and staff; approach professional developmentandtraining; adapt ourfacilities; and
ultimately engage with one another on a day-to-day basis.

This plan provides a framework forthe campus community via five key goals. These intentions must now infuse the University and
shape our efforts to develop an aligned campuswide DEIA strategy that focuses on the need for demonstrative leadership, policy
change, evolving systems and behavioral change. These five componentgoals are:

« Enhance campus climate to create a sense of belonging for all.

» Recruit,supportandretaindiverse students, facultyandstaff.

« AdvanceinstitutionalinfrastructurerelatedtoDEIAlearning, professionaldevelopmentand
civicinnovation.

« Elevate DEIA across the academic institution, transforming our approach to scholarship, research, pedagogy, curriculum,
programs and services.

« Practice aninclusive understanding of accessibility.

1 Please see Appendix A, University DEIA History and Timeline of Milestones, documented by the DEIA task force. While Syracuse
University’s history is far from perfect, itillustrates a long-term track record of leadership around race, social justice, economic, gender,
accessibility and LGBTQ issues.



Inasense, thisplanisputtinginplaceawell-designed DEIA systematthe University. Improved DEIAoutcomes,intermsofimproving
our cultural climate, feelings of belonging, the safety to become and the wherewithal to bestow, will be a product of the deliberate
actions that this system makes. As a university we are fully committed to taking these actions.

Weknow that this work cannotbe performative. Real change will require along-term commitment, nota “one and done” checkmark
inaboxfor DEIA planning atour schools and colleges, or mandatory unconscious bias training foremployees, or a single required
learning event for students. To succeed, we must create—by our actions—statements of DEIA support within the leadership, budget
and accountability to change the course of actions overtime.

The Plan Overview

This planis our publicdeclaration thatwe are reaching fora higher standard in creating acampus climate thatis diverse, equitable,
inclusive and accessible. We seek to create an environment that establishes a space of belonging for every single student, faculty
member, staffmember,alumnusandfriend ofthe University. Weseektocreateanethosthatworkstobeanti-racist, boldlyaccessible
andanti-otheringevery day, establishing strongerculture ofbelonging, becomingand bestowingthatisfeltbyusall.

In the report that follows, we present our plan for the future in these segments:
« Section 1: ADEIA Frameworkto Guide StrategyandImplementation presentsourguidingcorevalues, goals,

accountability, resources and definitions of key terms.

« Section 2: The Strategic Rationale fora New DEIA Planfurtherdefines ourreason for creating this plan based onour
recentthird-party campus climate research and strategic review process.

« Section 3: Strategic DEIA Commitmentsto Build Infrastructure and Momentumhighlights several key DEIAinvestments
that Syracuse University has already made during this process, giving this planarolling starttooursuccess overthe next
five years and beyond.

« Section4:DEIA Goals, Objectives, Strategies and Metrics (GOSM) presents keyrecommendations associated with
advancing diversity, equity, inclusion and accessibility across our five major goals.

« Section 5: An Aligned Implementation and Accountability Approach. Outlines our vision for developing analigned DEIA
campus strategy and accountability steps overthe nextfive years.



SECTION 1. A DEIA FRAMEWORK TO GUIDE STRATEGY AND IMPLEMENTATION
“Culture eats strategy for breakfast.” —Peter Drucker

Institutional culture is the glue thatbinds our campus community together. As Peter Drucker argues, culture must be considered for
any plan for change to be successful.

Atthe core of institutional culture is a set of shared assumptions about the world. These assumptions guide how the culture defines
success, what problems we see, how we make decisions, teach courses, prioritize budgets and create an everyday climate of inclusion
orexclusion. For this plan to ultimately be successful, we must consider our current institutional culture and define our vision for
change.

Exhibit 1 presents the Syracuse University DEIA Implementation Framework. This framework embodies many of the ideas powering
this plan in terms of the following segments:

(1) ourvision and core values represent our North Star vision for the future, the one this plan is moving us toward; (2) DEIA
terminology within this five-year planning framework offers specificity of concepts and helps us bring this vision to life; (3) the five
DEIA strategic planning goals will structure ourwork as aninstitution by specifying concrete objectives, strategies and metrics; (4)
strategicimplementation principles must be adhered to for us to be successful; and (5) a recognition that we are not beginning this
work fromscratch, butratherbuilding from a strong historical foundation of prioritizing DEIA and continued contemporary activism
that continues to push for concrete change.

Exhibit 1. Syracuse University DEIA Framework to guide implementation of the plan

To become a recognized leader in the area of diversity, equity, inclusion, and accessibility, making DEIA a fundamental
part of our reality to lead, live, research, and teach consistent with the guiding values of belonging, becoming, and
bestowing.

Clarity around DEIA and other terminology relevant to the five-year plan (2021-2026), creating shared
d DEIA definitions for the entire Syracuse University community of students, faculty, leadership, staff, and alumni to
§ DEFINITIONS bring to life.

kS
3
&
)
_‘f’ Five strategic goals offering a change framework to guide planning, decision-making, teaching,
Aq}‘} STRATEGIC GOALS learning, research, programming, fundraising, accountability, and implementation activities over the
0(\‘ & next five years and beyond.
&
§&
£ ¢ STRATEGIC DEIA Major university investments in new DEIA infrastructure, cultural spaces, staffing, faculty
S COMMITMENTS hiring, and more.

STRATEGIC IMPLEMENTATION Ten strategic implementation principles that the entire University community should
PRINCIPLES adhere to if we are to interrupt the usual and successfully implement this plan.

An assertion that we are not beginning from scratch but building from a
long legacy of leadership around DEIA issues, broadly defined.

STRONG DEIA FOUNDATION

Vision and Core Values

Ourvisionis to embolden Syracuse University as a recognized national leader in diversity, equity, inclusion and accessibility and
to make DEIA a fundamental component of both our core values and our everyday activities and efforts to live in a way consistent
with our vision and values. Values are arguably the mostimportant component of culture. They help community members better
understand what an organization is about and what it expects of them. Values that are well-defined, embedded in leadership’s actions
and behaviors and woven into the fabric of the organization provide the base for a strong and sustained culture that allows people
tobewell,dogoodandsucceed. Theseideals, rootedinthe existingunique culture of Syracuse University, canserve asaNorth Star
vision forevery student, faculty, staffand alumni member of our community.

* Belonging: Tobelongistoacceptandinclude others while being accepted andincluded by others. As a primaryand
profound human need, belonging embraces both rights and responsibilities. Belonging sparks and sustains communities
that are equitable, diverse, accessible and inclusive. Belonging requires courage, compassion, integrity and empathy in
both those who extend it to others and those who reach forit.



* Becoming: Tobecomeistoseekandreceive growthanddevelopmentwhileinvestinginthegrowthand development
of others. As an outcome of both formal and informal teaching and learning, becoming embodies the acquisition
and consideration of information, personal and professional development, vocational preparation and community
transformation. Becoming requires openness, curiosity, discovery, humility and boldness.

« Bestowing: Tobestowis to convey a gift upon others while acknowledging the mutually beneficial aspects of giving. Itis
bothto give back andto pass on. The actof bestowing transmutes our motto’s crown of knowledge into the embodiment
ofwisdomand,indoingso, allows forsustainedleadership through service. Bestowing requires civility, accountability,
ethics and commitment.

Defining Our DEIA Terminology

Throughoutthis plan, severalterms are used thatcan have varying meanings to differentpeople. Here are our definitionsaswe use
these terms:

« Diversityencompassesahostofdifferences. Thesemayinclude, butarenotlimitedto, race, ethnicity, sex, genderidentity,
sexualorientation, class, position status, neurodiversity, learning style, country oforigin, ability, political ideology, military
service, religionand cultural perspectives, amongotheridentity factors and theirintersections.

« Equityinvolvesassuringthateveryindividualreceivesthe supporttheyrequiretoperformattheirhighestlevel.
* Inclusionrequires respectful, intentional and purposeful engagementwith diverse students, faculty, alumni and staff.

= Accessibility involves making sure that physical and psychological obstacles do not prevent individual achievement or
participation.

« Accountability is defining personal and collective responsibility and delivering upon an organizational mission, valuesand
goalsinamannerthatis transparent and trustworthy.

» Equity-Mindedmeanstaking notice ofinequities, their contexts and the institution’s agency and responsibility in critically
reassessing ourown practices.

» Anti-Racismisthework of actively opposing racism by advocating forchangesin political, economic and social life. Anti-
racismtendstobeanindividualizedapproachandsetupinoppositiontoindividualracistbehaviorsandimpacts.

*  Cultural Humilityincorporates a lifelong commitment to self-evaluation and self-critique and to redressing the power
imbalancesthatexistinoursociety. Additionally, anappreciation ofthe lived experiences of othersis acentral element of
focus. (Tervalon & Murray-Garcia, 1998)

The DEIA Plan: Five Strategic Goals
In light of the above vision, core values and definitions, we offer the following five goals for this strategic plan:

« Enhance campus climate to create a sense of belonging for all.
« Recruit,supportandretaindiverse students, facultyandstaff.

« AdvanceinstitutionalinfrastructurerelatedtoDEIAlearning, professionaldevelopmentand
civicinnovation.

« Elevate DEIA across the academic institution, transforming our approach to scholarship, research, pedagogy, curriculum,
programs and services.

» Practice aninclusive understanding of accessibility.
Principles of Strategic Implementation

Transparency is one key principle necessary to accomplish implementation of this plan. Transparency supports accountability for the
changeswe aimto make invites critique toward the goal ofimproving the strategies we use and it gives others awareness thatwork
istrulybeingdone. Asweimplementthis plan, every memberofthe Syracuse University community is accountable forashiftin both
thoughtand practice. Every member is accountable as well as responsible for checking the unacceptable outward expressions of
peersorcolleaguesthatmay,inconsciousorunconsciousways, be contributingtoanenvironmentwherebelonging, becomingand
bestowing are not possible for some individuals and groups.



Thefollowing additional strategicimplementation principles, adapted fromthe original principles created by the University Office of
Diversity and Inclusion, are meant to serve as companions to the above-mentioned institutional values and guide the implementation
of our DEIA plan, and, more broadly, all decision-making at Syracuse University. Tobring this planto life, and activate the change
journey inword and deed:

« Weuwillcreateanenvironmentofaccountability, transparency,alignmentand sharedownership ofdiversity, equity,
inclusion and accessibility as top priorities.

» Wewilldedicate, invest, reallocate and fund-raise sufficientfinancial resources to accelerate DEIA efforts institutionally.

*  Wewillensure that equity is a fundamental element of all decision-making.

« Wewillenhancedialogue and actions tofostergreaterunderstanding and appreciationforthe lived experiences of others.

*  Wewillnurture and supportarichly diverse campus community atall levels.

« Weuwillinvestincontinuingeducation of students, faculty and staffto supportDEIAand social justice.

*  Weuwillactivelyseektoadvanceinclusive practicesthrough curricular, co-curricularandextracurricularactivities.

«  Wewillcreateanddevelopnewmethodstoimprove access,advocacyandretentionofunderrepresentedstudents, staff
and faculty.

« Wewillinnovateaccess,advocacyandretentionofunderrepresentedstudents, staffandfacultydevelopingnewmodels,
policies and ways of work.

«  Wewillembolden DEIAas partofourinstitutional brand and narrative of excellence, communicating this value, our
strengths and continuing challenges across allcommunication platforms ofthe University.

Building From a Strong DEIA Foundation

As we work toward change, our efforts must push into unfamiliar terrain and define new models while simultaneously taking a hard
look at what we are already doing. The final dimension of our strategic framework, the foundational level of the pyramidal model,
assertsthatwearebeginningfromanalreadysolid foundation. Wewanttoavoidlaunchinganew DEIAplanwithoutfirstconsidering
howwe can supportandfurtherthe efforts ofthe committedindividualswho have beendoing thiswork overpastyears.

Weofferthis strong DEIA foundation as the base of ourchange framework knowing thatwe are notbuilding our efforts from scratch.
Rather we are enhancing and adding to our already substantial scholarship programs, DEIA offices, units and programs and financial
commitments and the efforts of manyfaculty, staff,administrators and studentleaders who prioritize thiswork daily. This framework
callsforaconsiderationoftheeffortstodate, alwayslookingforwaystostrengthen, redirect,add orreallocate resourcesandelevate
this work now and into the future.



SECTION 2. THE STRATEGIC RATIONALE FOR A NEW DEIA PLAN

In November 2019, a flashpoint incident initiated what became a series of more than 25 bias incidents over the course of several
months, eventually touching off student unrest and campus protests. Immediately, the University Board of Trustees convened a
Special Committee on University Climate, Diversity and Inclusion (Special Committee) to examine the state of the University in
termsofdiversity, equity andinclusion (DEI)andto offer strategicrecommendations to the largerBoard of Trustees.

Recent DEIA Steps and Commitments

Tothat end, the Special Committee took several steps. They first tasked an Independent Advisory Panel (IAP) of four national DEI
expertstodialogue directly with students, faculty and staff about their lived experiences on campus. The Special Committee members
themselvesvisited campustodialogueinlistening sessions as well. They commissionedformerU.S. Attorney General LorettaLynchto
complete a special evaluation of campus police. These action steps all delivered a set of astute analyses and informed recommendations
tothe Special Committee in mid-2020. The final report ofthe Special Committee was made publicon March4,2021.

In March 2020, COVID-19 shifted everyone to distance learning and a new pandemic “normal.” This incredible transformation,
accomplished by the University campus community all pulling together, delayed the Special Committee’s DEl research process for
atime, while the health and safety of all became the cleartop priority. When it became apparent that the pandemic was not going
away anytime soon, the Special Committee forged aheadwithits missioneventhroughthis unique andstressfultime. Asanextstep,
the Special Committee engaged Damon A. Williams, Ph.D. and his Centerfor Strategic Diversity Leadershipand Social Innovation
(CSDLSI)inAtlanta, Georgia. His research team, which had facilitated the earlier dialoguing sessions, was tasked to answer four
primary questions:

«  Whatisthelived experience of diverse groups of students, faculty and staffat Syracuse University andwhatare the
related key challenges and opportunities?

« Whatapproaches, units and capacities already existto advance DEIA at Syracuse University?

* Wheredoes Syracuse Universityrank compared to peerand otherinstitutions oncritical demographicand otherstrategic
DEIA dimensions?

« Whatare the mostimportantnext steps to help Syracuse University move forward to support diversity, equity, inclusion,
accessibility andanti-racism?

Key Findings From the Syracuse University State of DEI Executive and Technical Reports

While a full presentation of findings can be found in the Syracuse University State of DEI Executive Report and the companion
Technical Reports, we highlightseveralinsights thatpowered ourrationale foradvancing this plantoday.

Findings: DEI Challenges

Across more than 54 dialogues about the campus climate, five main themes arose in challenge or opportunity areas (Exhibit2.1).
These ranged from personal negative experiences on campus to University-level leadership and communication challenges. Each of
theseareasrepresentsasignificantfocal pointforSyracuse Universitytoimproveits DElstructureandfunctioningandsuchfindings
guided this planning effort.

Lookingindividuallyateachofthesethemesofchallenge oropportunityandrememberingthatthese summarize the perceptions
that participants reported, we find:

1. ACampus Climate of Perceived Fear, Microaggression and Conflict. Many ofthe comments aggregated underthistheme
expressed personal experiences of bias at Syracuse University. Stories shared included an overarching sense of fear and
foreboding following the fall 2019 incidents, including a student veteran being asked if they had killed anyone; a Native
American studentbeing told her people are extinct (therefore she can’tbe what she is); fear of police and the Department
ofPublicSafety;professorsusingableistandsexistlanguage;aBlackguestspeakersayingtoanaudiencethatincludeda
Jewishmemberthatonly Black studentsknowwhatitfeelslike tohavetheirhistory erased; and professors questioning or
struggling to implement disability accommodations or religious observance absences. Sadly, these same experiences were
noted by Black and Brown alumniwho spoke with us during ourvirtual focus group, hosted by the alumni association.



Exhibit 2.1. DEI challenge and opportunity areas by engagement type, Syracuse University

DEI Challenges and Opportunity Areas
1200 1125
1000
800
)]
£
-q:_, 600
= 405
400
224 255
200 107 . 134
0 All
H Total 1125
Campus Climate of Fear, Micro-Aggression, & Conflict 224
Lack of Sufficient DEI Dialogues, Training, & Courses 107
Lack of a Comprehensive DEI Strategic Plan 405
M Lack of Trust & Belief in DEI Commitment 255
M Leadership & Communicatian Challenges 134

2. ReportedLackof Sufficient DEI Skills, Dialoguesand Trainings. While one ofthe positive themesreflectedan
acknowledgementoftheexistenceandvalue of DEltraininganddialoguingatSyracuse University,wealsoheardastrong
categoryofthoughtthatmoresuchskillsandtrainingsareneeded. Suggestions specifically requestedtrainingberegular
and ongoing for both students and staff/faculty and that this training build upon itself, both deepening and broadening
skillsandinsights. Thetwotopicsrequested mostoftenwere understandingthelived experiences and cultural aspects of
specific identities and how to interact across difference.

3. Perceived Lack of a Comprehensive DEI Strategic Plan and Systematic Approach to DEI. This theme aggregated several
related categories of comments that all pointto a lack of clear policy and systems set up to enhance and support DEI
and/oralackofinformationdisseminationaboutit. Toaddressthese systemicchallenges, participantsrequestedformal
structures, plans, processes, sharedvision, policyand more, includingaccountability structuresandconsequencesfor
when people failto meet standards; clear ownership of diversity efforts in each unit; a set of requirements regarding
DEIl and training; funding and resources for DEI; and addressing inequities with policy and enforcing guidelines and rules
alreadyinplace. (Example:thewell-craftedand approved DEl statementthatwas designedtogooneverycurriculumis
instead being edited, shortened ornotused.)

4. PerceivedLackofTrustinorBeliefin Syracuse University’s DEICommitment. Whethertrueornot,the Universityis
perceived by many participants as untrustworthy or as trying to spin or hide information and manipulate perceptions
(especially of students) to eliminate conflictor promote one version of events. A surprising number of student participants
admitted that they don’ttrust anything the University says and only rely on other students and social media for “good”
information. Iftrue, suchasituationcouldleadtoaproblemincaseofa“codered”emergencysituationoncampus.

5. Leadership and Communication Challenges. Leadership issues reported by participants varied from a lack of
implementationof DEIplansandpolicy,aswellasrequestsforembodying DElleadershipideals, suchasvision,
transparency and collaboration. Finally, as mentioned, many participants requested more intra-University communications
aboutwhat DEI(DEIA)is, why are we doing it, how are we doing it, programs/policies/trainings and more information
about the chief diversity and inclusion officer (CDIQO), office and activities. One (faculty) participant humbly admitted to
onlyjustrecentlylearningaboutthe existence ofa CDIO at Syracuse University. A strong leadership commitmentto DEIA
and engagementwith communicating and encouragingis desired.

10



Findings: Campus Climate Research

General Findings: The pattern of findings illustrates how diverse communities disaggregated by race, gender, LGBTQIA status,
religion, disability status and economic background consistently report a less favorable experience than their majority peers—across
allgroups, along the research dimensions of satisfaction, discrimination felt, feeling valued and belonging and equitable access to
opportunities. This trend generally held true for students, faculty and staff, even when using more intensive multivariate research
techniques. Forexample:

a. Blackstudentswere4.61times morelikelyand Hispanic/Latine?students 2.42 times more likely thanwhite
students to report having experienced discrimination.

b.  Women faculty were 1.96 times more likely than men faculty and faculty with disability were 1.86 times more
likely than faculty without disability to report feeling they had been discriminated againstin the prioryearat
Syracuse University. The combinedgroup of Native/Hawaiian/PacificIslander/Middle Eastern/North African
facultyare 7.32times morelikely thanwhitefacultytoreportfeelingdiscriminated against.

c. Staff members with disability were 3.54 times more likely than staff without a disability and African American/
Black staffwere 4.10 times more likely than white staff to report feeling discriminated againstin the prioryear at
Syracuse University.

6. Satisfaction: Consistently, nomatterhowthe datawere examinedacrossidentity, students, faculty and staff all reported
remarkableconsistencyinfeelingdissatisfiedwiththeirexperiencesduringthe previous 12monthsatSyracuse
University. Itisimportantto note howincredibly unusual this responseis. Most frequently surveys find dissatisfaction
concentratedin smallergroups, typically historically underrepresented identity groups, butnotso here. Itimplies that
community members are broadly aware of DEI challenges experienced by some.

7. Institutional Commitmentto DEI:When asked how committed they feltis the University to diversity, equity and inclusion,
participantsagainacrossthe boardexpressednegative viewpointshere. The perceptionofalack of DEl commitmentwas
consistentwith the listening sessions, calling forthe development of a clear DEIA planto guide the University’s efforts.

8. Discrimination Felt:Participantswereaskedwhethertheyhadexperienceddiscriminationonoraround campusand, ifso,
inwhatcontext? Theanswershereclearly pointedtoahandful of problemareaswhere Syracuse University cannowfocus
resources and attention to create effective improvements. Students reported the mostdiscriminationin the context of
classrooms, with faculty and with peers of different racial/ethnic identities. Similarly, faculty and staff reported the most
experiences of discrimination with peers/colleagues of otherracial/ethnicidentities and within University buildings. On
the positive side, interactions with law enforcement, eitherwith campus police orwith the City of Syracuse police, were
minimal, only occasionally rising to a level of concern.

9. Valuedand Belonging: The answers to this series of questions aboutfeeling valued, listened to and like they belong at
Syracuse University made researchers sit up and take notice. Even after participants expressed low satisfaction and deeply
negative views aboutthe University'scommitmenttodiversity, numerous participants feltthatthey belonged at Syracuse
University. To determine why, researchers cross-referenced this research with qualitative comments in the dialogue
sessions that highlighted the importance of Syracuse University’s many affinity groups, organizations, dedicated gathering
spacesandsupportservices.Essentially, althoughsomehadstruggledoncampus, theyhadalsofound supportandakind
of “home.”

10. Equitable Accessto Opportunities:Finally, thislastsection ofthe campus climate pulse survey asked whetherstudents,
faculty and stafffelt they had to work harder than their peers orwhether they had the same opportunities that others did.
Again,responsesacrosstheboardrosetothelevelofconcern, pointingtoageneral perceptionofunfairnessandinequity.

Findings: The DEI Inventory Survey

Researchers surveyed 27 Syracuse University schools, colleges and administrative units to tease out all relevant existing DEI
initiativesandthedetailsaboutthem. Whilethe Universityhasmany DElI plans, units,committeesand DEl office roles, the University
doesnothaveaclearandsharedplanforDEIA. Thisreviewconcludedthatthe Universitydid nothave asharedvision,noracohesive
and aligned DEIA strategy, both major priorities of this plan.

2 “Latine”canbepronouncedby Spanish speakersasagender-neutralending. “Latinx”cannotandisan Englishadd-onthatdisrespects
linguistic tradition.
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Campuswide, over 450 visible programs were submitted by Syracuse University schools, colleges and units. Researchers evaluated
eachforrobustness by askingwhetheritis evidence-based—thatis, structuredin aninformed way based onexistingresearch and
best practices (instead of merely being a nice idea)—and whetherthe outcome of each programis tracked with data collection and
evaluated, forexample before and afterdataorcollecting qualitative informationabouthowmuchsomeonewas helped.

Whatthe researchers discovered was that Syracuse University already has a great deal of DEI-focused programming active and
ongoing, whichwas surprisinggiventhe overwhelmingly contrasted opinions aboutDEl actions at Syracuse University foundinthe
climate pulse survey. What Syracuse University now hasanopportunity todois twofold: (1)identify promising programs oncampus
already and scale orleverage themacrossits decentralized sectors and (2) begin working a DEl componentinto everyday policies
and processes, suchas strengtheningthe DEldevelopmentfactorinannualfaculty and staffemploymentreviews and ensuring the
bias incidentreporting system s both a best practice and carefully followed. Strong leadership around this implementation is also
key.

Findings: The Syracuse University Benchmarking Comparison

Demographic Benchmarking. Based ondata currentthroughthe 2018/2019 schoolyear, Syracuse University infactturns outtobe
oneofthemorediverseinstitutionsamongtheirselectedpeers,leadingthe packalongthe demographicdimensionsofinternational
students, Native American students, African American/Black tenure-track faculty and women tenure-track faculty. Syracuse
University came in second in percent of women undergraduate students, a 150-year tradition for the institution. The school also
boasts one of the most diverse managementteams in the nation.

Incontrast, alongthe critical dimensions ofunderrepresented minority (URM) undergraduate students, womeningraduate school
and women studying in the STEM disciplines, the University was trending negative (Exhibit 2.2). One bright spot, however, is how
muchthe Universityincreased its URM studentgraduationrate between 2013 and 2018, evenas total URMenrollment contracted.
Syracuse UniversityiscurrentlyexperiencingadearthofHispanic/Latineand AsianAmericansinleadershiprolesaswellasamong
itsfaculty. Finally, the percent of URM students was found to exceed the percent of URM faculty approximately twotoone, a
significantgapin representation, one thatleads to the question, “Why don’t| see faculty who look like me?”
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Exhibit 2.2. Benchmarking trend analysis by select institutions: demographic categories 2013-2018

International URM URM Women
Students Undergraduate Graduate Graduate URM Women TT URM Women
(UG+G) Students Students Students |11 Faculty Faculty Leadership Leadership
Syracuse Vv v Vv v - vv Vv vy
University Positive Trend Declining Positive Trend Declining No Change | Positive | Positive Trend | Rapid Trend
Growth (1-5%), | (Negative) Trend | Growth (1-5%), (Negative) Trend Growth | Growth (1- | Growth (>6%)
Trend (1-5%), 5%),
Boston Vv - Vv v - vv - v
College Positive Trend | No Change | Positive Trend Declining | NoChange |  positive | No Change Declining
Growth (1-5%), Growth (1-5%), (Negative) Trend Growth (Negative)
Trend (1-5%), Trend
Cornell vv vv - vv vv vv v vv
University Positive Trend | Positive Trend No Change | positive Trend Positive Positive Positive Trend | Positive Trend
Growth (1-5%), | Growth (1-5%), Growth (1-5%), Trend | Trend Growth Growth Growth
Growth (1-5%), (1-5%), (1-5%),
(1-5%),
George vV vV Vv Vv v Vv vy vy
Washington Positive Trend | Positive Trend | Positive Trend | Positive Trend | Declining Positive Rapid Trend Rapid Trend
Growth (1-5%), | Growth (1-5%), | Growth (1-5%), | Growth (1-5%), | (Negative) | Trend Growth Growth Growth (>6%)
Trend (1-5%), (>6%)
Lehigh vv vv vV v - VvV vv vvv
University Positive Trend | Positive Trend | Positive Trend Declining No Change | Rapid Trend | Positive Trend | Rapid Trend
Growth (1-5%), | Growth (1-5%), | Growth (1-5%), (Negative) Growth Growth (1- | Growth (>6%)
Trend (>6%) 5%),
Penn State v Vv Vv - - Vv Vv Vv
University Positive Trend | Positive Trend | Positive Trend | No Change | NoChange | Positive | Positive Trend | Positive Trend
Growth (1-5%), | Growth (1-5%), | Growth (1-5%), Trend Growth | Growth (1- Growth (1-
(1-5%), 5%), 5%),
U Conn vv vv vv v - vv v vv
Positive Trend | Positive Trend | Positive Trend | Positive Trend | No Change |  Positive Positive Trend | Positive Trend
Growth (1-5%), | Growth (1-5%), | Growth (1-5%), | Growth (1-5%), Trend Growth Growth Growth
(1-5%), (1-5%), (1-5%),
RIT vv vv - vvv - vv v -
Positive Trend | Positive Trend | No Change | Rapid Trend | NoChange | Positive Declining No Change
Growth (1-5%), | Growth (1-5%), Growth (>6%) Trend Growth |  (Negative)
(1-5%), Trend
University of Vv Vv Vv Vv - Vv v Vv
Michigan Positive Trend | Positive Trend | Positive Trend | Positive Trend | No Change |  pPositive Positive Trend | Positive Trend
Growth (1-5%), | Growth (1-5%), | Growth (1-5%), | Growth (1-5%), Trend Growth Growth Growth
(1-5%), (1-5%), (1-5%),
UT Austin vv vv vv vv vv vv vv vvv
Positive Trend | Positive Trend | Positive Trend | Positive Trend Positive Positive Positive Trend | Rapid Trend
Growth (1-5%), | Growth (1-5%), | Growth (1-5%), | Growth (1-5%), Trend | Trend Growth| Growth (1- | Growth (>6%)
Growth (1-5%), 5%),
(1-5%),

Source: Integrated Post-Secondary Education Data Systems (IPEDS)
Key:-=No Change, v =Declining (Negative) Trend, v v = Positive Trend Growth (1-5%), v vv =Rapid Trend Growth (>6%)
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DEI Benchmarking. The second benchmarking process that CSDLSI completed was to compare formal DEI structures and programs
within Syracuse University to these same nine peer institutions. This second benchmarking study focused on three factors: (1)
diversity planningand accountability, (2)the CDO role (CDIO at Syracuse University) andinfrastructure and (3) notable DEI
findings. As Williams says, diversity plans “can’tbreathe” withoutaccountability, infrastructure, incentives and resources—orAlIIR
(Williams, 2013)—and these are the four criteria used forevaluation ofthese plans and programs.

Theresultswereilluminating. Like Syracuse University, manyinstitutionsin this review developed DEI capacity in the wake of high-
profile diversity flashpoints, microaggressions or campus climate incidents that sparked student activism. Such incidents may indeed
bethenewnormalandwillrequire apolished, swiftresponse mechanismfromeveryuniversity. ltwasdisappointing, however, tosee
suchweak DElaccountability systems across the 10 institutions. Many have made high-profile DEI commitments, even promising
mandatory DElI training, yet accountability reports, metrics and public updates were scarce. Public accountability is an area for
opportunityatSyracuse Universityaswell, oneitrespondedto by publicly releasing the final reports of these research studiesinfull.

Intergroup dialogue programs are a best practice for bridging difference and Syracuse University has affirmed that it is training
facilitators and offering intergroup dialogue programs for faculty, students and staff. Syracuse University may lead its peers here, even
asmoreworkremainstobedonetobuilduponthispromisingstart. Inthismoment, Syracuse Universityhas awide-openopportunity
toproactively strengthenthe DEIl dialogue structures Syracuse University hasin place inaway thatcould create profoundimpact.

Summative Insights Informing this Plan

Tosupportpursuitofthe goal held by the University and the Board of Trustees to improve the Syracuse University experience forall
and based on the insights brought to light by the findings from these interlocking studies and by the careful examination of dozens
of other institutional DEI plans and actions, CSDLSI offered the following action steps for consideration as the University DEIA
Strategic Planning Task Force continues to build upon the DEI commitments already in motion:

1. Committo a systematic approach to strengthen campus DEI plans, structures and accountability systems. Takeallthe
datapresentedinthese studiesinto consideration. Continue to build the office of the CDIO, especially adding a stronger
lateral infrastructure in the schools, colleges and administrative units. Create a campuswide DEIA plan and accountability
systemand fund it. This work is already under way.

2. Elevate DEl as avisible strategic priority in all academic, communication, philanthropic and programmatic activities of
the University. Create anelevated DEI platformforthe community to engage with annually around progress and actions
and offerregular DEltown halls forcommunication of progress and community input.

3. Furthermandate DEI professional developmenttraining and leadership developmentfor all students, faculty and staff.
TheUniversityhas manyeffortsongoingthatcanbe scaledup. Mostimportantly, Syracuse Universityneedsanintegrated
DEltrainingandprofessionaldevelopmentframeworkandimplementationmodel,tomakethe University’s effortsamount
to more than the sum of their parts.

4. Improvecampusclimate bybuildingcommunity. Considertheaccessibilityauditresultsforclassrooms, buildings, public
spaces and respond; also consider other community needs that arose in these surveys (such as prayer space) and address
whatyoufind. Bring renewed attention to staff DEl initiatives. Scale up DEI-centric studentliving-learning communities
(LLCs). Inshort, engage in efforts to bring the Syracuse University community together.

5. Continue to work to enhance faculty and staff diversity. There are many best practicesin this area and yourrecent $50
million commitmentis a bold step in the right direction.

Indeed, these recommendations were closely considered by the DEIA planning task force. They went on to inform the actions
presentedinthe nexttwo sections ofthis plan, which highlight current DEIA commitments thatthe University has already made and
implemented, in addition to new recommendations thatemerged as aresult of the planning process in the second semester ofthe
2021-2022 academicyear.
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SECTION 3. STRATEGIC DEIA COMMITMENTS TO BUILD INFRASTRUCTURE AND MOMENTUM

In the past 18 months, as our consulting and climate research was in progress, Syracuse University has already made several
multimillion-dollarinvestments and many commitments for change into diversity, equity, inclusion and accessibility efforts. These
early steps bothinformthis planand delineate some ofthe campus’snewestDEIAinitiatives. Forexample, to better serve students,
the University, inconversation with#NotAgainSU studentleaders and ongoing DEIA planning discussions has fulfilled, completed
ormade substantive progress against49 of the 50 DEIA campus commitments.

Takencollectively,these commitmentsandothereffortshave dramaticallyincreasedthe University's potentialtoenhancediversity,
increase understanding of the needs of diverse groups and transform the lived experience of the entire campus community. We
highlight some of the more substantive commitments below. These actions stand as crucial institutional strategic DEIA commitments
or“big bets”thatwillbothinspire and define the campus’s efforts to achieve strongerand more substantive DEIA outcomes moving
forward.

A Full-time CDIO Unit

« CommittedandskilledleadershipiskeytoaDEIA-focused cultureandsuccess.In2018, Syracuse Universitydeveloped
itschiefdiversityandinclusionofficer(CDIO)role, initiallyinaninterim capacity tohelpaddresstheinstitution’s
immediate needforstronger DElseniorleadership. Afteralengthyandcomprehensive searchthatincludedvettingover
200 applicants, in May 2019, the University officially appointed Keith A. Alford, Ph.D., to serve asits inaugural CDIO.

« In2020, tofurthersupportthe development of amore centralized institutional diversity, equity, inclusion and accessibility
strategy and infrastructure, the Office of Diversity and Inclusion (ODI) was established. Within less than a year, the ODI
teamhas grown toinclude fourfull-time (FT) along with several part-time (PT) employees and has officially openedina
renovated space on campus. Underthe supervision andleadership ofthe CDIO, the ODlis charged with shepherding,
advancing and monitoring the enhancement of existing DEIA strategies, programs, policies and initiatives across campus.

« Weproposetheevolutionofthe ODlinseveralways, includingincreasingthe numberof FTE fromfourto 10-12,
increasing the operating budget ofthe ODl into six figures and aligningitto lead the campuswide DEIAimplementation
process. As partofthis proposal, we recommend afull-time executive directorof DEIAimplementationto join as a senior
member of the ODI team.3

« Aone-yearappointment, the diversity fellowforinclusive excellence will co-lead the developmentandimplementation of
inclusive excellenceinitiatives underthe direction ofthe CDIO. Theywill provide DEIAresearch and expertise, develop
new funding mechanisms, liaise with faculty and develop change managementstrategies.

Faculty Diversity and DEIA Curriculum Innovation

 Inearly March of 2021, the Syracuse University Board of Trustees authorized a $50 million investmentinto faculty
diversityhiringandretentioninitiatives. Whilethe processforaccessingthesefundsremainsunderdevelopment, the
commitmenthasbeenmadetosubstantivelyincreasethe numberofdiversefaculty membersoncampus (Goal#2).

« Beginninginfall2020, the University redesigned and strengthenedits firstiteration required course, SEM 100—now
structuredasFYS101 plusanaccompanyingsetofsecondcoursesforseniors. Thisstepincludedallocatinga$1 million
budgetforthe 2021 fiscalyearalongwith a $2 millionannual budgetforthe 2022 fiscal yearandbeyond. These
resourceswilldirectly supportthe ongoing developmentand expansion ofrequired DEIA courses offered at Syracuse
University (Goal#4).

Dedicated DEIA Counselors and Expanded Cultural Spaces

« The University allocated an additional $500,000 to the Office of Student Living (OSL) to support the hiring of a new
assistantdirectorof diversity andinclusion (Feb. 1,2021) and to develop more diversity, equity and inclusion staff
trainings and student programs.

< TheUniversity created fournew counselor positionsin addition to hiring four BIPOC counselorsinthe pastyear. Three or
more ofthe University’s counselorsare bi-ormultilingual. Counselingis extremelyimportantforthe successand sense of
belonging of many students.

3 Thisisapromisingpracticethatwewouldliketomodelfromthe University of Michigan DElimplementation process.
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* InFebruaryof2021, the renovated Schine Student Centeropened on campus offering 8,600 square feet of gathering
andreservable spaceinthe heartof campus. With aredesign planinformed by input from the campus community—
including more than 1,700 suggestions and recommendations gathered from students—the Schine Student Center offers
awelcoming, accessible space on campuswhere cultural centers and offices that offer students supportservices are
housedtoincreasevisibilityandaccessoncampus. Referredtoasthe Intercultural Collective, these centersandofficesare
prominentlyfeaturedandhighlightedasanessentialcomponenttocreatingacampus climate ofeverydayinclusionforall.

* Inearly2020, the new National Veterans Resource Center (NVRC) at the D’Aniello Building opened on campus with the
goalofadvocatingforandaddressingsocial,financialand publichealthissues specifictothe experiencesofveteransand
their lovedones.

Efforts to Create a More Evidence-Based DEIA Strategy

* InDecember2019,the University commissioned severalyear-long external reviews, assessments and evaluations,
includingacomprehensive DElresearch study thatincluded: conductingacampus climate pulse survey of students,
faculty and staffin fall of 2020; completing aninventory and evaluation of existing DEl programs, policies and initiatives
inallschools and colleges alongwith othermajordivisions and units oncampus; and anational peerbenchmarking DEI
study. Thesestrategicinputs—alongwithdozensofothers—informedthe developmentofmanyofthegoals, objectives,
strategies and metricsincludedin Syracuse University’sinaugural five-year DEIA strategicplan.

« Between2018and2021, Syracuse University’s Disability External Review Committee conducted anassessment
and evaluation of ourinstitutionto furtheradvance its commitment to going “beyond compliance” with ourapproach
to accessibility and better serving students, faculty and staff with disabilities. This committee offered a reportwith
recommendations—some ofwhichcanbeimplementedwithnoadditional costs—andall ofwhichwillrequireinstitution-
wide collaboration, substantial investments and specialized resources allocated to support, strengthen and advance the
University’s accessibility infrastructure overthe nextthree tofive years. Syracuse University’s vision forexpandingits
resources and trainings around accessibility begins, if only symbolically, with the elevation of the Office of Disability
Services (ODS) to the Center for Disability Resources (CDR).

Increased Financial Aid, Addressing Student Concerns
« The Chancellor has prioritized increasing financial aid packages for all students, including international students, as part of
the University’s $1.5 billion Forever Orange campaign.

 In2020, the University experienced anearly $50,000increase in The Greater China Alumni Endowed Scholarship Fund.

« Syracuse University increased financial aid packages for current international students who have demonstrated academic
excellence for the 2020-2021 academic year.

« Overall, Syracuse University has been and remains committed to improving campus climate and relations among different
campus constituencies overtime by regularly sponsoring and hosting openforums and town hall events tofacilitate open,
ongoing, constructive, yet respectful, dialogue around topics of DEIA.

These new efforts expand the University’s DEIA capacity are part of the key actions that we will take to embolden DEIA efforts at
Syracuse University overthe next five years and beyond.
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SECTION 4. DEIA GOALS, OBJECTIVES, STRATEGIES, METRICS (GOSM)

This strategic plan is presented in response to the University’s ongoing pursuit of DEIA excellence. Our ultimate goal is to enact
transformational change. Such a goal is not possible, however, without a thorough understanding and articulation of whatitis we
seektoaccomplishandaclearpathwaythatwillguideusthroughoutthisjourney. Atthe core ofthisplanareleadership,transparency
andaccountability,demonstratedinitsintentional movementandin progressthatis carefully measured, presentedandtracked. To
adeptlyrespond overthe course ofthe nextfive years, this plan willbecome alivingdocument, shifting and evolving in pace with the
University’s growth.

Thefiverobustgoalsintroducedin Section 1 and delineated below speak to the expansion ofand DEIAacross campus. Objectives
and strategies have been developed to implement these goals. In addition to the explicated strategies that are noted below, we
will build analytical dashboards to track the metrics outlined within this plan. The aim of these dashboards is accountability to all
members of the Syracuse University community and transparency. Dashboards can provide consistent feedback on whether we are
meeting our DEIA goals. Ifthe metrics clearly show that we are not making progress ata speed commensurate with ourvision, we
canchange course. Dashboards also offerthe opportunity forthe campus community to create, as objectively as possible, ashared
understanding of where we are today and howwellwe are advancing toward our ultimate objectives.

Goal #1: Enhance campus climate to create a sense of belonging for all

Rationale: Campus climate is created by examining University governance, culture, academics, technologies and facilities. In terms
of students, a sense of belonging must be established from the onset of every student’s first engagement with the University and
duringtheirprospective studentprocess,inordertonurturetheprocessof becoming. Institutionalmeasures, metricsandstrategies
are necessary tofollow the studentlife cycle from admissions to alumni status.

Goal #1 Accountability Partners:

« ChiefDiversity and Inclusion Officer

« ChiefHuman Resources Officer

« SeniorVice President, Student Experience

» Vice Chancellor of Strategic Initiatives

* Vice President for Community Engagement and Government Relations
Exhibit 4.1. Goal #1 objectives, strategies and metrics

Objectives Strategies Metrics
(What) (How) (Indicators of Change)

1. Prioritize DEIA: Identify a. Proactively respond to DEIA societal * Number of internal and external
University-level priorities for challenges,includingbutnotlimitedto communications about current events
DEIA and create mechanisms racial inequity, police and community andanniversariesrelatedtosocial
to track progress. relations, Islamophobia, anti-Semitism, justice.

xenophobia and sustainability, as a
microcosmofNew York State and society
atlarge.

 Trackcurriculumthatpromotes history
andcultureofdiverse communities.

, « Trackattendance at DEIA orientation.

b. Developacomprehensive DEIA
orientation for first-year students.

¢. Establish an enduring governance
structure to provide inclusive oversight,
communicationsandfocusonsustained
effortwith regard to goals and objectives
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

2. Student Housing: Create a

senseofbelongingfor all
studentsbyexpanding
options for theme oridentity-
basedstudenthousing,witha
special focus onmarginalized
identities, includingaspecial
emphasisonimprovingthe
livedexperienceof BIPOC,
LGBTQ+, disability, women
and religiously diverse
communities toname afew.

. Expand the Intercultural Collective model

to living & learning to allow for community
building.

. Secureaccessiblehomesforidentityand

theme-basedliving thatfosters student-
run programming, offers additional
performative, socialandprivate space for
prayerand reflection.

. Identify gender-inclusive housing options

(bothin North and South Campus)
andinformstudents ofthese (including
policies)priortohousing selection.

. Consider fostering DEIA initiatives

through faculty-in-residence, community
service projects and language immersion.

« Securecentralfundingforstudent-
led grant projects advancing DEIA
projects.

* Numberofspacesdevotedtotheme
oridentity-basedliving.

» Ongoingandregularassessmentof
campus living environments, including
classifyingandtrackingthe types
anddiversity oflivingenvironments
available to students.

3. Communication:

Develop a comprehensive
communications strategy that
outlines University
services, resources, policies,
practices and governance
structures that create

a community rooted in
transparency.

. Create cascade communications to

respective communities outlining action
stepsandprogressrelatedto DEIAefforts.

. Establish town hall meetings that

directly address the campus climate and
encourage opportunities for meaningful
exchanges and engagements pertaining to
DEIA.

« University commits to a “state of the
DEIA’conveningsonceasemester
sponsoredbyODIland University
seniorleadership.

» Expand the University wide
calendar to include recognition
and acknowledgement of historical
moments, events and holidays, that
celebrate a diversity of populations.

4. Bias Response: Strengthen

the University bias
response function and
generatealignmentwiththe
University’sdiversityand
inclusion office.

. Establish in each school/college or

major University unit a bias coordinator/
navigator, reportingtoaUniversity-level
bias coordinator.

. Alignthe bias coordinators/navigators with

the embedded DEIA function that already
existswithineach collegeormajorunit.

. Educatefaculty, students and staffabout

the new procedures in meetings and
classes.

* Percent of units that have established
abiascoordinator/navigator.

« Tracknumberofbiascasesreported
and resolved, including time to
resolution, yearoveryear.

* Decrease in number of Stop Bias
reports.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

5. Community Engagement:

Establish and continually
assess measures of
success to bolster diverse
stakeholder engagement,
including alumni, the City of
Syracuseandinternational
anddomesticstudents.

. Continuetodevelopeventsandprograms

for domestic students and international
studentstointeractandsocialize with
each other.

. Build a strong onboarding process where

international students are welcomed and
paired with domestic students both pre-
orientationandduringorientation.

. Increase communication channels for

international-themed events and activities.

. Introduce peer-ledteamlearning (PLTL)

as ameans toimprove language skills and
integrateinternational studentsinthe
campus community.

. Expand parent and alumni engagement

policies, processesandpractices.

. Study supplier diversity policies,

processesand practices.

. Continuetodevelop and expand targeted

alumni programs, volunteer opportunities
and partnerships that engage all segments
ofthe alumnibase.

. Create eventsthatimmerse studentsin

localprogramsforinteractionwith City
of Syracuse residents—e.g., mentoring
program, Adopta Classroomevent, food
donation/distributionevents—andhold
eventsin cityareas, suchas Citrusinthe
City,toexpose studentstocityareas.

Track events and programs for
domestic/internationalstudentmixing.

Tracknumberof PLTL programs
andsurveyforbenefits participants
experienced

Track parent and alumni interactions
and donations byrace and gender

Trackdonationsbyalumnistatus, race
and gender.

Trackinternational retention and time-
to-degreeacrossall countries of origin
toidentify gaps between international
anddomesticstudentretention.

Annually objectively measure
diverse alumni engagement through
University eventparticipation, giving
and volunteer service against pre-
established goals.

Survey participants to collect
qualitative responses about their
experiences with each engagement.

Conducteventexitsurveysfor
satisfactionofexperience atevent.

6. Campus Navigation:

Provide real-time accessfrom
any device toinformationon
howtonavigatethe campus,
enablingstudentstofeel
asense of belonging and
security.

. Implement a multi-lingual, multi-modal,

machine intelligent and conversational
roboticchatservicetoprovidescalable
just-in-time help for students, faculty, staff
and visitors.

Implement program.

Track usage across student
populations.

7. Onondaga Nation

Relations: Improve and raise
awareness of the
University’srelationshipwith
the Onondaga Nation and its
presence onancestralland

. Create by 2024 a permanent installation

that acknowledges the University’s
relationship with the Onondaga Nation
anditspresenceonancestralland.

. Update the current land

acknowledgement statement that
articulatestheresponsibilitiesthatcome
with being on the land.

Installation recognizing the Onondaga
Nationcompleted by 2024.

Statement changes completed by
2022.
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Goal #2: Recruit, support and retain diverse students, faculty and staff

Rationale: Diverse faculty, staff and graduate assistants are a key asset that is underrecognized yet foundational to supporting
diversity on campus. Additionally, evolvingdemographics, including the following, pointto a need foraction:

Asthe 2015 Academic Strategic Plan makes clear, studentdemographics are evolving: “Withinthe U.S. and globally,
there are dramatic demographic shifts occurring thatwill have significantimpacts on highereducation aswe now knowit.
Today’stypical college studentis no longeran 18- to 24-year-old studying full time on campus; they are likely to be older,
haveahistoryofworkexperienceandbe moreeconomically, raciallydiverseandwithoneormoreaccessibilitychallenges.
As the traditional college-age population declines, domestic undergraduate enroliment is slowing and we are experiencing
anincreaseininternational populations pursuingtheireducations at U.S. institutions. Toremain competitive inattracting
the nextgeneration of students, highereducation must be prepared to adaptand change course toimprove the quality
ofthestudentexperience. Thisincreasinglybroadrangeoflearnershasimplicationsfor,amongotherthings, recruitment
strategies, academicprogramofferings, faculty composition, pedagogy/andragogyand careerservices.”

Fromthe Syracuse University State of Diversity, Equity & Inclusion Executive Overview Report.

»  Exhibit7.2:2013-2018, Syracuse University benchmark datacomparison to nine peerinstitutions depicts, in the
criticaldimensionof URMundergraduate students, womeningraduate schoolandwomen studyinginthe STEM
disciplines, that the University was trending negative.

» Exhibit7.7 (Representationgaps: URMfacultyversusundergraduate students[percent], peerinstitutions,
2018/2019), Syracuse had an equity gap of seven percentage points between the percent of URM faculty (9%) and
the percentof URM students (16%). This gap placed Syracuse nearthe middle of the pack compared with institutions
inthis peergroup analysis. Increasing representation of diverse faculty and staffwould better support students.

» “Faculty clearly experience Syracuse University inways that are distinctly influenced by and differ by their social
identity. Across every measure ofthis study, racial minority, disability and otherdiverse faculty communities reported
alessfavorable experience thantheirmajority counterparts. This fact can be found whetherexamined through the
socialidentitylensesofgender, race/ethnicity, sexuality, religion, disability, orfinancial stability.”

Otherresourcesforrationalesinclude#NotAgainSU Campus Commitments, datafrom Admitted Student Questionnaire and data
inAppendix B.

Goal #2 Accountability Partners:

Vice Presidentof Enroliment *  Chief Human Resources Officer » AssociateVicePresidentfor
Management - ChiefDiversityand Academic Affairs
DirectorofScholarships InclusionOfficer » Vice President for
Chancellor - Enrollmentand Student Community Engagement and
Experience GovernmentRelations

Schools’ Undergraduate Offices
» Shaw Center

Office of the Provost « Senior Vice President,

Associate Provostof StudentExperience - Special Studiesin Education
ssociate Provosto

Faculty Affairs * Hendricks Chapel
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Exhibit 4.2. Goal #2 objectives, strategies and metrics

Objectives Strategies Metrics
(What) (How) (Indicators of Change)
1. Student . Makestudentenroliment/admissionspoolrepresentative | < Deliver a complete student

Recruitment: Increase
the recruitment of
diverse students to
provide parity and
equitable access
in proportion to
diversity across the
U.S.ofthecollege-
going population.
Wemustlead our
peerinstitutionsin
enrolimentsthat
exceed proportionate
numbers of the
population that makes
upthecollege-going
poolofstudents.

of diverse college-going population foreach program.

. Deepensupportofthe partnerships andthe connections

between these programs that Syracuse University already
has(e.g.,SSS,HEOP)toprovide wrap-aroundservices
(identifyandapplyasneeded)toimproveretentionto
graduation for diverse students.

. Recruit at college fairs and conventions (Essence

Festival, Congressional Black Caucus, NAACP, National
UrbanlLeague,LULAC, UnidosUS, etc.)wherethe
majority of participantsaretypicallyfromhistorically
underrepresented groups.

. Seekindividual gifts and corporate/foundation funding to

expandcurrentsupportservices (HEOP, SSSP, McNair,
LSAMP,CSTEP, etc.)toserve students beyondthe state
and federal grantrestrictions.

. Increase partnership programoutreachto historically

underrepresented populations and Native (Indigenous)
student initiatives, rural student outreach.

demographic scorecard
incorporating the most
currentdataforeachschool/
program1.

Annualpublicreportofall
programs’ plan progress.
Progress should demonstrate
increase in diverse
populationtobetterreflect
broader demographics of
college going population.
Reports go to CDIO and
chancellor.

Incentivize by increasing
budgets for schools as they
increase retention (firstyear)
and graduation of diverse
students

4-to 6-yeargraduationrates.

Track diverse applicant
pools of students through
admissions, acceptance
and graduation, including
exitsurveysforstudents
upon graduation/early
alumnistatus (pushFirst-
Destination Survey &
Engagement Scorecard
results).

Emphasize and promote
theawardforstudents
graduatingontime
(15-to-finish).
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

2. Faculty Recruitment:
Increase recruitment
of diverse faculty so
that demographics
more closely represent
the diverse student
population proportion
of diversity across the
U.S. This represents a
floor, not a ceiling.

. Hire adedicated faculty diversity recruitment specialist.
. OfferaPost-docto Faculty Pipeline Program.
. Establish diverse faculty exchange programs with HBCUs,

MSis, HSIs.

. Establishformalandinformalrecruitingrelationships.
. Require search committees complete prerequisite DEIA

professional development training.

. Incentivize schools, colleges, divisionsandunitsfor

increasing and retaining diverse faculty (e.g., unit receives
increasedannualbudgetfor DEIAiftheirgoals are metor
exceeded).

. Embed inclusive language within job descriptions—beyond

the EEOStatement.

. Actively recruitfromthe PHD Project - strengthen this and

similar partnerships.

i. Re-engage with our doctoral students who have continued

intotheacademytomake Syracuse Universityaplace
wheretheyhopetoplacetheirdoctoralstudents.

Requireaqualified,diverse
applicant pool for every
searchwiththe expectation
that the candidate pool will
be diverse.

Track search committee
completing prerequisite
DEIA professional
developmentbeforethe
position opens.

Reduced diverse faculty
turnoverrates.

Increase the number of
Native American and
Indigenousfaculty overthe
course offive years.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

3. Staff Recruitment:
Increase recruitment
of diverse staff so that
demographics more
closely represent
the diverse student
population proportion
of diversity across the
U.S. This represents a
floor, not a ceiling.

4. Increase recruitment of
diverse higher- level
staff positions so that
management and
executive level
demographics
represent proportional
diversity to student
population.

. Identifyandaddressbarrierstodiverse

staff hires.

. Increase unitbudgetforincreasingdiversity.
. Developandimplementguidelinesthatrequireadiverse

applicantpoolandcandidate slateforallsearchesbeforea
final decision on hiring can be made.

. Increaseadvertisementindiverse publications and/orjob

boards regarding available positions (e.g., The Chronicle of
Higher Education, INSIGHT Into Diversity, Diverse Issues,
alumni newsletters,etc.).

. Attenddiversity-focusedrecruitmenteventssuchas

SRED.

. Use sstrategicfundsto hire diverse candidates.
. Follow-uptoapplicants/candidateswhodeclineoffers:

Why? Understand what we can do enhance offer
acceptance.

. Reimagine remote, flexible workforce strategy.

Track diverse conversion
rates from candidate poolto
staff hire.

Track staff diversity
metrics to mirror broader
demographics.

Track successful hires from
diverse outreach recruiting.

Further collect qualitative
results of remote work
during COVID and those
offices that already have
remote work arrangements.
Whenneeded,haveeach
unitidentifyareasthatare
conducivetoremotework
and offerthose possibilities,
in an equitable mannerwhen
available.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

5. Student Retention/
Graduation: Increase
student persistence/
retention to degree
completion.

. Developdemographicdashboardforeachunit/program

tracking studentretention: by race/ethnicity and gender/
genderexpression.

. Continuetoexecuteacampuswidestrategicstudent

retention plan.

. Developacommunicationhubforinformationfrom

Registrar, OIR, StudentSuccessandRetention Office,
HEOP, etc.toschooland college personneltasked with
studentsuccess andthe DEIA personnel.

. Increase student support systems within each school or

college(e.g., affinitygroupsforinternational students).

. Provide professional development (not training) for

faculty and staff to support creation/sustaining of affinity
groups.

. Normalize help-seeking behaviors for accessibility and

neurodiversity.

. Provide quietspaces forstudents andfacultytoreduce

sensory stimulation, engage in contemplation or prayer.

. Increase staffing at the Center for International Services.
i. Increase free tutoring services forundergraduate students.
. Identifylower-levelcoursesthatmayhaveahigherdegree

of at-risk/in-need students and attach liaison/advocates
to facilitate the connection between the classroom and
various campus resources.

. Collaboratewithfacultytoincrease usage of Orange

Success’s flagging system to identify and support
struggling students.

Trackstudentwithdraws and
transfers out of Syracuse
University by demographics;
report each semester
(Registrar&OlIRreceivethis
info).

All student success and
retention numbers increase
over time with no significant
variation by race/ethnicity,
gender,accessibility
status, sexual orientation,
international ordomestic, or
anyidentity we track.

Schools and colleges meet
andexceedtheirretention
andgraduationgoalsfor
AfricanAmerican, Latine,
Indigenous, International
studentsandwomen.*

Participateinthe HEED
Survey.

Repeat Campus Climate
Survey in synchronous

cadence and frequency
withNSSE, ASQand other
instruments.

Measureretentionandtime
todegreeforinternational
students.

Increase first-year retention
by 1%/year, with the ultimate
goal of reaching 95%;
eliminatedifferencesamong
demographicgroups.

4

In programs and units where women are underrepresented.

24




Objectives Strategies Metrics
(What) (How) (Indicators of Change)
6. Staff&Faculty . Make performance management process more meaningful Require diversity and
Retention and incentivized for both faculty and staff. inclusion as keycomponent

. Provide professional development (nottraining) for

faculty and staffto support creation of and sustaining
motion for affinity groups.

. Recommend high-potential employees (faculty and staff)

topremiumtrainingprograms(e.g.,HERS).

. Highlight and celebrate the professional accomplishments

ofthe University’s diverse staffusingexternal resources
(e.g., The Network Journal).

. Helpwithtrailing spouse/significant otheremployment

support.

. Develop Leadership Academy for those underrepresented

in leadership.

. Maketenuretimelines moreflexibleandamenableto

candidates undergoing negotiations.

. DEIAtrainingforTPRcommittees/departments.
i. D&lconnectedtohumanresources performance review

systems for leadership at dean level and senior leadership.

j. Capacitybuildingacross Syracuse University - Develop

“DEl-intensive” programs that are mission-focused on
DEIAasthetop,orpossibly only, strategic priority, no

matterhowthey may define diversity, equity andinclusion.
. Multicultural affairs offices, women'’s studies departments,

queertheories courses, unconscious biastrainingsand
social-justice-oriented excursions (domesticand global)
canallbe considered DEl-intensive capabilities.

. Encouragecurrentemployeesofcolortoconsider

advancementopportunitiesandpositionsoutside their
currentfunctional,technical,orprofessionalarea.

.AccessDEIAcampuspartnersnotonlytoconduct

stayandexitinterviewsbutalsotohelpensurecareer
advancement and retention.

. Supportthe creation ofvisiting professorships and

administrativefellowshipsforhighereducation
professionals from underrepresented backgrounds.

. Review roles for progressive career tracks: most roles have

no upwardtrack.

. Explore clarifying employee advancement/development

tracks.

of all faculty and staff
evaluations, CV updates
and tenure and promotion
decisions.

Create more University-
funded affinity groups that
alignwith DEIA.

Track accompanying
partner reporting successful
employment.

Incorporate exitinterviews
into the voluntary
terminationsprocess.

Decreaseindiverseand
womenfacultydepartures;
decreasein “stalls.”

Leadership shifts and begins
to look like the diverse
campus population.

Repeat Campus Climate
Survey in synchronous
cadenceandfrequencywith
NSSE and otherinstruments.
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Goal #3: Advance institutional infrastructure related to
DEIA learning, professional development and civic innovation

Institutionalinfrastructure mustbe putin place andcentrally coordinatedin orderto effectivelyimplementthe learning, professional
developmentandcivicinnovationthatwill give rise to the ability to skillfully bridge differences, cultural humilityand asense of safety
andbelonging. Suchinfrastructure mustbe endorsed and encouraged by University leadership committed tothe DEIAmissionand
toimproving outcomes forthe University’s students, faculty and staffas well as its bottom line.

Rationale: Strategies from the Executive DEI Overview Report: “The low level of DEI program capacity was validated by listening
session participants calling for more DEI training and with climate survey dataillustrating concerning levels of discrimination felt
across diverse communities. Organizations that are most effective at advancing their organizational goals overall are more likely than
others to link learning and training to performance as integral parts of their capability building programs (McKinsey, 2014).” And:
“DEl learning programs to help students, faculty and staff accumulate cultural awareness and build the necessary skills to handle DEI

conflict more effectively when itemerges.”
Goal #3 Accountability Partners:

« ChiefHuman Resources Officer
» ChiefDiversity and Inclusion Officer
* Provost

Exhibit 4.3. Goal #3 objectives, strategies and metrics

Objectives
(What)

Strategies
(How)

Metrics

(Indicators of Change)

1. Professional DEIA

Development: University-
provided professional DEIA
development for faculty, staff
and students where
“development”isunderstood as
ongoingand“training”is
understoodasone-off. Develop
acommonreferencesystem
to categorize and relate DEIA
programming, services, efc., to
give a shared understanding of
our DEIA efforts.

. Implement mandatory biannual, University-wide

DEIAdevelopmentforfaculty and staff.

. Students: Incoming Freshmen Course requirement

(FYS101).

. StaffODI, CTLE, ESE and HR with person explicitly

tasked to communicate, coordinate and build DEIA
trainingand developmentprogramsforfaculty, staff
and students.

. Requirediversity.edumodulesforallas part of

performance evaluation.

. Developmentoptions offeredtofaculty, students

and staff.

. Establish minimum requirements for DEIA

knowledge, skills and abilities for students/faculty/
staff.

. Integrate required DEIA participation with the

Faculty Information System (FIS).

. Integrate required DEIA participation with the staff

Performance Partnership Review.

i. Develop common standards and DEIA goals and

outcomes.

j. Establish aframework of cultural humility to inform

interpersonal interactions and related competencies.

 Track training

completions as part of
annual performance
evaluation using
established DEIA
measures for knowledge,
skills and abilities of
students/faculty/staff.

Track percentage of
students/faculty/staff
meeting or surpassing
minimum knowledge,
skillsandabilities, year-
over-year.

Require all new-hire
staff and faculty to
complete diversity.edu
online development asa
conditionofhire/partof
orientation.

Decrease in numberof
StopBiasreports.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

2. StudentDEIADevelopment:
OfferDEl-intensivetrainingand
discussionthatwilldevelopa
baseline culturalhumilityand
DEIA competencyforstudents.

. Useassessmentresultstorevise asneededthe

required first-year seminar course (FYS101);
periodically reviewand update the approved DEIA
coursesforthe new IDEArequirement.

. Offermoreintergroupdialogue programstoallow

studentstolearnabout, shareandinteractacross
difference in a safe setting.

e Number of students

taking these classes and
dialogue programs.

Surveysatendofclass/
program asking how
much the class impacted
the student’s way of

thinkingandoperatingin
theworld.

3. Civic Engagement: Develop
innovative University wide
flagship civic engagement.

. Expandand unify existing partnerships with local

nonprofits, youth development groups and other
community service organizations.

. Continueto partnerwith local organizations and

agenciestoofferDEIAtraining,developmentand
scholarshiptotheiraudiences.

. Explore potentialtoexpand_Literacy Corpsand

otherprogramsthatengage students ofcolorinlocal
service-learning activities.

. Implementaformal, voluntary day of service for

faculty and staff(e.g. on MLK Day, Juneteenth).

Increased use of pipeline
forinner-city students.

Community-engaged
scholarship counted/
rewarded in TPR
processes.

Day of service recorded
with increasing
percentage offaculty and
staff participation.
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Goal #4: Elevate DEIA across the academic enterprise, transforming our approach to scholarship, research,
pedagogy, curriculum, programs and services

Rationale: Toensure thatnofaculty member, student, or staffmemberorgroupisleftbehindandto become apeerinstitution leader,
Syracuse University will use an anti-oppressive and anti-racist framework to decolonize (modernize to be inclusive) the historic
procedures, processes and practices thatcontribute toinequitable experiences and outcomes for some groups of students, faculty
and staff.

Goal #4 Accountability Partners: CDIO and ODI in concert with:

* Provost(deans)forfaculty standards/mandates
» Vice President, Student Experience
» Chief Human Resources Officer for staff standards and mandates
« Enterprise RiskManagement
Exhibit 4.4. Goal #4 objectives, strategies and metrics

Objectives Strategies Metrics
(What) (How) (Indicators of Change)
Remove oppressive and non- Remove and revise historic procedures, processes and Reduce discrepancies across

inclusive structures and practices | practicesandincorporateanti-oppressive,anti-racist student, faculty and staff
ineach ofthe followingandinvest | andinclusive procedures, processes and practices that groups when disaggregated

ininfrastructureundergirding leadtoequitable experiencesandoutcomesforall by chosen metrics (such
the procedures, processes and across each of these functions: as race, gender, religion,
practices related to production, _ sexual/affectual identity,
implementation/dissemination 1. Scholarship. international identity and
and evaluation of: 2. Research. ability identity) as compared
1 Seholarship. 3. Pedagogy/Curriculum. with peers across:
2 Research. 4. Programs. 1. Scholarship.
3. Pedagogy/Curriculum. 5. Services. 2. Research.
4. Programs. 3. Pedagogy/Curriculum.
5. Services. 4. Programs.
5. Services.

Overall: a. Enhance, establish and coordinate faculty, staff * Existence of a campuswide

. and studentinfo systems to accountfor DEIA DEIA accountability
To strengthen DEIA scholarship, scholarship, teachingandservices. system.

research, pedagogy/curriculum,

programs and services and to: b. Eachschool/collegeanddivisionestablishesaunit-  Existenceofanintegrated

based strategic planinalignmentwith the University consolidated action plan
» Adequately resource DEIA DEIA strategicplan. (such as this one) and
infrastructure in terms of both i. Eachunitpopulatesaplanbasedonthetemplate prescribedactionstaken.
money and sstructure. distributed by the Office of Diversity and « Percentofoperational units
* Infuse/integrate DEIAintoall Inclusion and submits it to the ODI for feedback witha DEIAplan.
activitiesand structures of prior to launch. « Person/team hired, ODI
Syracuse University. ii. Central person coordinates, tracks, evaluates and budget, staffing.
 Decolonize (modernizeto reports. « Syracuse University pulse
be inclusive) all activities c. Expandresources, staffand accountabilityin survey administered on
and structures of Syracuse ODl soitcanbetterimplement, coordinate and a regular basis, using the
University. assess University-level DE|Ainitiatives, plan 2020 pulse survey as a
 Promote community-engaged implementation and status. baseline, using the same
scholarship. data disaggregation.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

Infrastructure: Document,

devise, distribute and
structure DEIA-related
authority, accountability
and resources across all
University units to improve
the experiences of
students,facultyandstaff
with regardsto scholarship,
research,
pedagogy/curriculum,
programs and services.

a. Deviseandadministeryearlyahigh-level DEIA-

specific functional table-top exercise/simulation. The
simulation will:

i. Analyze already-determined unacceptable DEIA
losses and DEIA hazards. Devise scenarios and
worst-case conditions thatproduce the hazards
and risks identified above.

. Generate recommendations to improve the structural

design, alignmentofauthority,accountability
and responsibility, policies and procedures yearly
through table-top exercises.

Existence and consensus
onthe DEIAmission ofthe
University.

Existenceandconsensus
onthefunctionalmodel
forachievingeach DEIA
objective and/or condition.

Existenceandconsensus
onDEIAdashboard.

Existenceandapractice
of routine testing and
evaluation of system
design, policies and
procedures through
simulationsandtable-top
exercises.

1. Strengthen DEIA

scholarship.

. Establish a campuswide challenge grant program to

spark DEIA innovation programming: a competition
forstudents, faculty, staff and collaborating units
tosolveseriousissues, including, butnotlimitedto,
each of the following:

i. Scholarlyinnovation.
ii. Research collaboration.
iii. Community building.

iv. Removing (reframing) non-inclusive aspects ofthe
curriculum.

v. Building cultural humility.
vi. Advocacy and social justice enactment.

. Establish centralized access system to

interdisciplinary conceptual and methodological
supports for DEIA scholarship.

. Establish DEIA award categories for DEIA

scholarship and programming in current faculty,
staff and student scholarship recognition/award
programs.

Amount of funding
awardedthroughgrant
program.

Numberofgrantrecipients.

Creationof DEIA
scholarship support
system.

DEIA awards established
andawarded annually.

Number of academic
products (papers,
performances, conference
presentations, etc.)
produced by faculty, staff
andstudentsthathavea
DEIA componentorfocus.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

2. Strengthen DEIA research.

. Establisha DEIAfaculty and post-docfellows’

program.

. AddDEIA-integratedcomponentsintothe

University’s10clusterhireareas(e.g.,reporting).

. Integrate DEIA into the criteria within the current

CUSE grant awards program rubrics and create a
separate DEIA-intensive seed grantcategory.

DEIAfacultyandpost-
doc fellows’ program
established and funded.

Amount of external
funding raised forresearch
projects with a DEIA focus
orcomponent.

Amountofinternalgrants
awarded for DEIA research.

Number of course releases
granted for DEIA research.

3. Strengthen DEIA pedagogy
and curriculum.

. Develop professional development for faculty and

gradstudentstobetterunderstandhowtheirown
identityimpactstheprocessofteachingandlearning
and howtoinfuse DEIA aspectsintotheircurricula.

. Continue to require students to complete two exist-

ing DEIA-focused courses, one early intheirjourney
(freshmanyear/FYS101)andonelater(senioryear).

. Integraterequired DEIA participationin student

program of study (Degree Works).

. Coordinate existing curriculathat promote the histo-

ry and culture ofdiverse communities.

. Expand the Native American and Indigenous Studies

(NAIS) programto create a campuswide institute in
Native American and Indigenous studies. Charge the
institute to examine the feasibility of an undergrad-
uate major program and an interdisciplinary master's
program.

. Providesummerfundingforfacultytoredesign

theircourses, positioningitasaformalprofessional
developmentopportunity intended to create a safe
classroom space.

. Integration of DEIA content into professional de-

velopment responsibilities, process and systems for
faculty.

i. Enhancecapacityforthedeliveryandevaluation
ofboth DEIA-intensive and DEIA-integrated pro-
fessional developmentacross the University.

Numberof DEIA-certified
courses.

Number of students
successfully completing
DEIA-certified courses.

Number of students
successfully completing
required DEIA-focused

courses.

Number of faculty and
staff delivering DEIA
professional development.

Establishmentofthe Equity
& Success Center.

Trackenrolimentin hybrid-
type sections andcourses.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

3. Strengthen DEIA pedagogy

and curriculum.
continued

h. Centralize coordinationofandaccountabilityfor

DEIA professional development with an overarching
Equity & Success Centerwithin Faculty Affairsor
Office of Diversity that vets, inventories, evaluates
the professional developmentdelivered by Faculty
Affairs, CenterforTeachingandLearning, Centerfor
Leadership and Professional Development, Office of
Diversity and Inclusion, FirstYear Seminar, Office of
Research, WISE, Bird Library, the Graduate School,
andschoolsandcolleges,aswellasotherunits.

i. Encourageprofessorstoreachoutandsupportstu-

dentswhoare strugglingtosucceedinand/orpass
theirclass.

j. Develop comprehensive means for evaluating

outcomes (formative and summative) for DEIA
programs and efforts thatgobeyond satisfaction
assessments.

. Promote Universal Design to enhance access for all

students,includinginternationalstudents.

i. Expand accessible multi-modal digital
technologies to enable the development and
deliveryofcourses,includingin-personand
hybrid-type courses.

ii. Increasecourseofferingsinhigh-enroliment
(gateway)coursestoinclude online orhybrid
sections.

iii. Provide teaching assistance for courses offered in
hybrid formats.

4. Strengthen DEIA leadership
and professional development

training and certificate
programs.

. Scale up intergroup dialogue programming, a best

practice.

. Systematicallytrack, collate,communicateand

certify both DEIA-intensive and DEIA-integrated
programmingforstudents, faculty and staff.

. Continuetodevelop comprehensive DEIA certificate

programs for students, faculty and staff: guided by a
sharedsetof DEIAlearninggoals and appropriately
organized to allow for tracking of DEIA knowledge,
awareness and skilldevelopment.

. Establish participation and growth goals for

scaling DEIA programs across all faculty, staff and
administrative leadership: set yearly participation
goalsandholddeansandotherseniorleaders
responsible for their participation and the
participation oftheirfaculties and staff.

Numberof DEIA-intensive
programsofferedinan
academicyear.

Number of DEIA-
integrative programs
offered in an academic
year.

Number of students/
faculty/staff/ participating
in at least one DEIA-
intensive program in an
academicyear.

Number of students/
faculty/staff/ participating
in at least one DEIA-
integrative program in an
academicyear.
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Objectives Strategies Metrics

(What) (How) (Indicators of Change)
5. Strengthen DEIA service. | a. Maintain accurate and precise accounting and * Amount of funding
reporting structures for effort and resources providedforDEIAservice

expended by faculty and staffin DEIA efforts. Count projects.
these efforts as part of official staff/faculty load (e.g.,

* NumberofcampusDEIA
partofthe staff's40 hourperweekload).

service projects.
b. Considerstaffandfaculty sabbaticalsfocusedon
advancing DEIA goals.

» Number of course releases
provided for DEIA service
projects.

Goal #5: Practice an inclusive understanding of accessibility

Accessibility involves making sure that physical and psychological obstacles do not prevent individual achievement or participation.
Accessibility is and will remain a priority at Syracuse University. We have an increasing number of students who require disability
services year-over-year. Already a group led by Pete Sala has comprehensively surveyed physical accessibility requirements on
campus and produced a related plan that can begin to align us to this fifth DEIA goal.

Syracuse University strives to be at the cutting edge of inclusivity by providing facilities that not only meet current standards but
exceedtheminallnew constructionand renovations projects on campus. Notably, National Veterans Resource Center (NVRC) at
the D’Aniello Building is one of the most accessible buildings in the country, while the Schine Student Centerand Barnes Centerat
The Arch offer a new level of accessibility on campus.

Rationale: Critical to oursuccess in the practice of creating and maintaining an inclusive and accessible campuswill be the commitment
toinvest, atalllevels, ininclusion and access in away thatensures thatevery student, staffand faculty memberis well cared for.

Goal #5 Accountability Partners:

« ChiefDiversity and Inclusion Officer
« ChiefHuman Resources Officer
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Exhibit 4.5. Goal #5 objectives, strategies and metrics

Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

1. Facilities that Exceed
Standards: Strivetobeat
the cutting edge of inclusivity
byprovidingfacilitiesthat
not only meet the current
standards butexceed them
inallnew constructionand
renovation projects on
campus.

. Completed: Develop multi-year Physical

AccessPlanbasedondataanalyticswithan
accompanying funding planforexecution.

. Promotethecontinueddevelopmentand

implementation of Syracuse University
Accessible Design Standards.

. Implement accessibility-related vetting and

include accessibility contract language inall
future constructionanddesignprojects.

. Developguidelinesand begin requiring

evidence ofaccessibility training for staff,
faculty, contractorprojectmanagersand
designteam projectmanagers.

. Raise awareness of Syracuse Universityasa

centerofexcellence foraccessibility.

Currently in process:

* Trackthenumberofaccessibility

projects.

Track the number of third-party
reviews and inspections.

Trackfundingexpensedto
accessibility projects.

2. Accessibility Funding:
Ensure disability-related
costs are not a barrier
regarding hiring, planning
events, ensuring staff/faculty
accommodations.

. Provide centralized funding for disability-

related accommodation requests such as
outsourcingof CARTandaudiotranscriptions.

Track expenditures related to
CARTandtranscription services
requests for events/programming.

Track employee accommodation
requestsandrelated costs.

3. Student Housing:
Further develop a more
inclusive residential living
environment for students,
reducing the need for
disclosure and individualized
accommodations. Expand
inclusive housing for
students with a diversity of
abilities and identities to live
comfortably together.

. Investigatetheoverlap ofaccessiblehousing

withtheallocation ofliving space on South
Campus to be deemed “pet friendly” as
appropriateforservice and supportanimalsto
offer“petfriendly”residential optionsforon-
campuslivingon South Campus.

. Conduct facilities evaluation and needs

assessment to determine how much space
isneeded overa period offive yearsanda
risk assessment regarding health safety of
allocated spaces.

. Expand accessible transportation between

SouthCampusandNorth Campus.

. Upgrade facilities to include community

gathering spaces such as gated area for dogs
and otherservice animals.

. Extendavailability atthe Barnes Centerat The

Arch of pettherapyforstudentswhodonot
own theirown animal.

Annualreductioninthe number
ofindividualizedrequestsfor
housingaccommodations.

Annual reduction in the number
ofrequests fordisability-related
housingaccommodations.

95% occupancy rate of South
Campusfacilitiesby2024.

Regularly survey students living
onSouth Campustomonitor

studentsatisfactionandaimfor
increasing levels ofsatisfaction.

Foravailability ofgenderinclusive
housingonNorthCampusand
SouthCampus,ensureneedis
metoveraperiod offouryears,
increasing needs met by 25%
eachyear.

Increase the inventory of North
Campushousingtoensure

all incoming and second year
students have access.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

4. Neurodiversity Support:
Initiate new programming
forautisticandneurodiverse
students, focusing on the
transition to college, campus
connections and socio-
emotional supports.

. Expand the OnTrack program to include

targeted services for eligible studentsincluding
social skills development, mentoring and
coaching.

. Securephysicalspaceoncampusto

accommodateexpansionofthe OnTrack
program.

Pilotanexpansionofservices
through OnTrackbyfall2023
with the goal of extending the
servicesthroughfall2024.

Tracknumberof students served.

Survey students completing
program about changes/benefits
they experienced.

5. ASL/ICART
Communications:
Provide a comprehensive
approach to coordinating
and removing barriers to
American Sign Language
(ASL) interpretation, audio
description and
Communication Access
Real-time Translation (CART)
services.

. Fundthehiringof: (a)one coordinatorfor

interpreting/CRT services and (b) two full-time
AmericanSignLanguageinterpreterswho
reportto the ADA Coordinator.

. Additionally, hire two FTASL Interpreters to

bedeployedforon-campusevents.

. Develop policy and processes regarding

requestsforsuchservicesandpublishtothe
campus community.

Establishateamdesignatedto
the coordinationandfulfillment
of campuswide requests for
interpretation and CART services.

Establishand publish policyand
processes regarding requests for
such services.

6. ServicesAccess:Eliminate
barriersforstudentsneeding
toaccess academicservices.

. Createastudentpaidrolewhocanserve asthe

liaison/advocate/tutorbetweenfacultyand
studentservices by college/department.

. Providecentralizedfundingstreamstosupport

the following academic resource initiatives:

i. Increasestudentagencytoinitiaterequest
for academic services. And reduce a
student’sneedtoseekresourcesthrough
contactingareas,offices,ordepartments.

. Assign tutors to lower-level courses to

decrease courseswithout points of contact by
to-be-determined percentage over5years.

MonitorGPAacrosssemester/
sections for these specific
courses/sections withassigned
liaison/advocate/tutor.

Track students accessing
academic services to assess the
numberofstudentsinneedof
academicassistance.

Funding initiated for increasing
studentagencytoinitiate request
for academic services without
seeking resources through
contacting areas, offices, or
departments.

Decrease courseswithoutpoints
of contact by a to-be-determined
percentageoverfiveyears.
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Objectives
(What)

Strategies
(How)

Metrics
(Indicators of Change)

7. Digital Accessibility: Secure
a sustainable model for
continued digital
accessibility and ICT Policy
compliance University wide
and avoid an unfunded
mandate.

. Createan|TS Digital Accessibility Centerthat

offersongoing procurementtraining specificto
accessibility needs associated with testingin
alignmentwith the policy.

. Increase#of ITS accessibility stafftoassistin

building out and supporting the procurement
asset analysis, including the testing/verification
ofaproduct’s accessibility.

. Work with schools/colleges, departments,

student organizations and vendors on the
collectionofcredibleevidencetobeusedto

speed up the purchase approvals and to assure
compliance, or the creation of alternative

access plans.

. Provide ICT consulting to both the purchaser

andvendorandinclude avendorsectioninthe
Policydocumentingexpectationsconcerning
the procurement process and products and
services deliverables.

. Establishandmanagethepurchaseprocess

improvementsthatincludevendorsurvey
responses, evaluation techniques for the
Voluntary ProductAccessibility Template and
the creation ofan Accessibility Conformance
Report.

. Provide trainings on the new processes and

reporting materials.

. Securefundingand hire a Directorof Digital

Accessibility by 2022.

. Secure funding and hire three additional

accessibility professionals by 2023.

Evaluate the Accessibility
Assessment Committee (AAC)'s
approvalcriteriaand update as
needed.

Evaluate the impact of the
Accessibility Compliance

Committee (ACC)exception
process and update as needed.

Track and report ongoing
accessibility and universal
designtrainingandconsultingto
University staffand faculty.

Track and report ongoing
monitoringandreporting of
Universitywebsiteandcourse
contentaccessibility.

Trackandreportaccessibility
monitoring and reporting of ICT,
both procuredandlegacy.

Track and report purchase
process improvement that
includes vendor survey responses
andevaluationtechniquesforthe
Voluntary Product Accessibility
Template,

Establish an Accessibility
Conformance Report.

Director of Digital Accessibility
hiredby 2022.

Three additional accessibility
professionals hired by 2023.
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SECTION 5. AN ALIGNED IMPLEMENTATION AND ACCOUNTABILITY APPROACH

Asnotedin Section 3 ofthis plananddiscussedatlengthinthe Syracuse University State of DE| Executive Report,one of our
greatestopportunities liesin creating a campuswide, aligned DEIA strategy, infrastructure, implementation plan and approach to
accountability. Looking to the future of our DEIA efforts, we know that our culture of creativity, independence and decentralization
can be both our greatest strength and a significant challenge: a strength because independence empowers our units toward far-
reachingideals and action when we put our minds to the work; a challenge because too often our efforts would benefit from
coordination and sharing, including replication of promising practices, a centrally coordinated/shared infrastructure and a combined
strategy thatamounts to more than its individual pieces.

Tohelpcreatetherightmixofcoordinationandinnovation, we propose thefollowingrecommendationsforanaligned DEIAstrategy,
infrastructure, implementation and accountability effort:

DevelopalignedunitDEIAplansacrosscampus. Whilethe processwillbe presided overbythe Office ofthe CDIO,
everyschool, collegeand majoradministrative unitshould developitsown DEIAplan, alignedtothisone, usingacentrally
defined planning template. Each unit should submit their plan to the Office ofthe Chancellorby January 0of2022. These
plans will outline that unit's approach to advancing a five-yearvision for change. Plans that currently exist should be
aligned with the Syracuse University strategic DEIA framework outlined in this plan.

Identifyastrong DEIA activationleaderinevery unitthatis developinga DEIAplan. As partofthis process, every
respondingunitshouldalsoidentityaDEIAplanactivationleader,whowillserveasthedean’sordivisionalleader’s
designeetoactivate their DEIA plan, ifthey do nothave a sufficientleaderalready in place. This person’s job description
shouldbeformallydefined, makingcampuswide DEIAleadershipaformalaspectoftheirrole. Anynecessaryadjustments
should be made accordingly to allow for this expansion of responsibilities.

Produce anannual DEIA progress report. While the process should be presided over by the Office ofthe CDIO, every
unitdevelopinganactivation plan should also submitanannual progress report to the Office of the Chancellor, usinga
standardized reportingtool.

Implementan intensive accountability review process. Submitted progress reports willgo through anintensive review,
presidedoverbythe CDIOandthe ODI. Writtenfeedbackwillbe providedtoeachplan, discussingits strengths,
opportunities and recommendations for strengthening the plan’s implementation. With the authority of the Office of the
Chancellor, plans notillustrating a strong cadence of activation will require the leader of the submitting unittoillustrate an
improvement plan to address challenges noted in the review.

Evaluate current DEIA infrastructuresto ensure alignment and sufficient capacity. Campus units should evaluate their
current DEIAinfrastructure looking specifically atthe: (1) Design of any DEIAroles to ensure that they are appropriately
positionedtoleadaswelooktoaccelerateourprogress;(2) Staffingofanyexisting DEIAunits; (3)Budgetwithinthe
DEIAunit; (4)DEIACommittee charterand membership; and (5) DEIAprogrammingand strategy, ensuringalignmentto
the campus plan. Results of these assessments and plans to enhance infrastructure should be provided as part of the unit’s
aligned DEIAplan.

Develop performance reviews alignedto the plan that take DEIA in full consideration. All campus performance reviews
shouldincludegoalsforDEIA.FacultyactivityreportsshouldcollectdataregardingDEIAcontributions.

Allnewhiresatthedirectorlevelandabove mustdiscusstheirDEIAleadershipandvisionforalignmenttothe new
strategic DEIA plan. Moving forward, allnew hires atthe directorlevel and above shouldillustrate their experience with
DEIA efforts aswell as theirvision for supporting DEIA plans’ implementation.

Establishan Annual Campuswide DEIA Learning and Accountability Forum. Adaylong campuswide forum should be
hosted annually to report on DEIA implementation progress, successes, challenges and new initiatives. This event should
feature update remarks fromthe chancellor, CDIO and provost, as well as panel discussions allowing deans and other
senior leaders to discuss theirimplementation efforts. These campus presenters should be complemented by a featured
keynote speakertodiscusskeyaspectsofthe DEIAchangejourney.Ideally, this date willbe synchronized tothe annual
DEIAreporting cycle, creating a new tradition of coming togetherto discuss DEIAissues and theirimportance to the
overall campus community.
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» External review ofthe campus climate and DEIA implementation progress. In 2023, the University shouldimplementan
external assessment of the campus climate and DEIA implementation process. These data would support ongoing progress
improvementand assessmentofany changesinthereported experiencesof students, facultyand staffparticipatinginthe
campusclimate pulse study. These dataandfindings should be used toinformthe secondhalfofthe
plan’s implementation.

These recommendations are offered as a way of building an aligned and hopefully high-caliber implementation effort across campus.
Inherent in these recommendations and indeed this entire plan, is the belief that our success can be enhanced by a more collaborative
and disciplined DEIA process.

Goingforward, Syracuse University will continually assessits DEIA progress, testnewideas and have crucial conversations about
any pressing challenges thatarise. Together, the campus community will listen, learn and move forward. Yourdedication to making
Syracuse University a campus thatis welcoming to all people is greatly appreciated. We are in constant exploration to build upon
ourcommonalitiesaswe constructivelyworkthroughchallengesthatmayconfrontus. Likewise, ourcollaboration, cooperationand
camaraderie will help us as effective advocates forsocial justice and academic excellence.

37



CITATIONS AND REFERENCES

Tervalon, M., & Murray-Garcia, J. (1998). Cultural humility versus cultural competence: A critical distinction in defining physician
training outcomes in multicultural education. Journal of Health Care forthe Poor and Underserved, 9(2), 117-125. DOI: 10.1353/
hpu.2010.0233

The following documents informed the work of the DEIA Strategic Planning Task Force as both strategicinputs and references.

1.

The Syracuse University State of Diversity, Equity and Inclusion Executive Overview Report,which
includesthe:

a. Syracuse University DEI Inventory Report, including submissions from 25+ schools and colleges and major
campus divisions and units

b. Syracuse University DEI Peer Institution Benchmarking Findings
Syracuse University Campus Climate Survey Technical Data Reports:

a. Students
b. Faculty
c. Staff

Loretta Lynch--Report on Syracuse University Department of Public Safety

Board of Trustees Special Committee Final Report

Syracuse University Diversity, Equity, Inclusion & Accessibility (DEIA) Strategic Planning Toolkitand Activation Guide:
Curated Best Practices, 10+ Sample Strategic Plans

2007 Chancellor’s Task Force on Disability Report
2020 Higher Potential Report

June 2015 Academic Strategic Plan Draft

Notes and Recommendations from 30+ Discussion Sessions

. InsightstoAction Confidential Feedback Online Survey Tool
. 2020 Campus Commitments to Diversity and Inclusion

. Disability Intersectionality Summit - Access is Love

. American Alliance of Museums - Definitions of Diversity, Equity, Accessibility and Inclusion
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APPENDIX A. UNIVERSITY DEIA HISTORY AND TIMELINE OF MILESTONES

Syracuse University has along tradition of creating, promoting and enhancing a diverse andinclusive campus community. The
timelinebelowoffersanoverviewofkeyDEIAmilestonesthatmake upthe University’slegacy of strivingtobeanadvocate,
innovatorand championofdiversity, equity, inclusionandaccessibilityin highereducation. Thistimelineisand willremain,aworkin
progress. Ifyou have anitemthat should be consideredforinclusion, please emailitto diversity@syr.edu.

Year Milestone
1870 « Syracuse University promotes equal education formen and women.
1872 « MaryL.Huntley, the only studentidentifyingasawomaninthe c/o 1872, graduates. The FirstWomen'’s
Fraternity at Syracuse University is founded.
1874 » Syracuse University offers the nation’sfirstbachelor of fine arts (BFA)degree.
1876 < SarahM.Loguen, class of 1876, would go onto become the fourth African Americanwoman physicianin

the United States, and thefirstwomanlicensedtopractice medicineinthe DominicanRepublic, graduates
from Syracuse University.

1889 « CorneliaMaria Clapp, the firstwomanto earna doctorate in Biology in the United States, graduated from
Syracuse University. Syracuse Universitywas one ofthe fewuniversitiesthatadmittedwomentograduate
programs in the sciences.

1893 » William Lewis Buckley becomes the first African American graduate to earn a Syracuse University Ph.D.

1898 » Women'’s basketball team established.

1902 « Syracuse University holds its first summer sessions creating more educational opportunities to
nontraditional students.

1910 « AlphaPhiAlpha,Inc.,ahistoricallyblackfraternity,is chartered on Syracuse University’scampus.

1903 < William H. Johnson becomes the College of Law’s first African American alumnus and Bessie
Seely becomes the first alumna.

1918 < Syracuse University becomes one of the firstschools in the nation to openits doors to non-traditional
students, offering evening classes to adults seekinglifelonglearning.

1923 « TheKappalLambdaChapterofDeltaSigmaTheta, Inc.,ahistoricallyblacksorority,ischarteredon
Syracuse University’s campus.

1924 « The Maxwell School of Citizenship and Public Affairs, one of the few schools in the nation to combine
social sciences and publicadministration education, opensits doors.

1930 » Hendricks Chapelis dedicated and opened.

1931 * The Student Dean Program forWomen is established.

1939 < Wilmeth Sidat-Singh graduates as thefirst Black student-athlete to play on the Men’s Basketball teamand

Quarterback on the Football team.

1943 » 100Japanese Americanstudentsadmittedto Syracuse Universitydirectlyfrominternmentcamps.
« Marguerite J. Fisher G’42 (Ph.D.) becomes firstfemale professor at the Maxwell School.

1946 « Tobetterserveadult,working,veterans,andpart-time students, the School ofExtensionisreorganized
to form University College (UC) placing adulteducation on an equal status with the other Syracuse
University colleges and schools.

« Syracuse University admits 9,464 veterans after Congress passed the Servicemen’s Readjustment Act
of 1944 (betterknown as the G.1. Bill of Rights) which provided WW Il veterans with benefits including
education grants.

1948 « Syracuse University enrolls another nearly 10,000 veterans through the Servicemen’s Readjustment Actof
1944 (betterknownasthe G.I. BillofRights)—morethananyotheruniversityinthe state of New York.
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Year

Milestone

1953-1952

TheWomen’sBuildingopensandestablishesabuildingforwomen’sactivitiesand physicaleducationwith
theimpetus comingfromthe Women’sLeague, Women’s Athletic Association, alumnae clubs and other
women organizations.

Established Hoople Center for Special Education.
Established the Army Comptrollership Program.

1956

The International Student Office (laterto be named the Office of International Services and then the
Centerfor International Services) is founded.

1957

The Joint Student Government Association was formed.

1961

Dr.Martin LutherKing, Jr.addresses anaudience of more than 700 people at Sadler Dining Hall.

Syracuse University celebrates Ernie Davis 62, asthefirst Syracuse University football playerandfirst
African American to win the Heisman Trophy.

1969-1962

ProjectOpportunitybeginsatUniversity College asanantipoverty program, providing Syracuse
University scholarship support for adults who are academically unprepared and financially disadvantaged.
It later becomes Higher Education Opportunity Program (HEOP).

Afterarrivingin 1966, JohnL.JohnsonquicklybecomesaprominentfigureatSyracuse University, laying
the foundation forwhatwould become the African American Studies department, acting as assistant
provostforminority group affairs, and sitting on the commission overseeing the “Syracuse Eight” football
boycottinvestigation. While teaching atthe School of Education, he founded the Croton-on-Campus
(later,theKing-on-Campus)whichbroughtlocalinner-city studentsto Syracuse University classroomsto
provide otherwise unavailable learning opportunities.

From1962t0 1967, University College manages Syracuse University’srole asthe country’sthirdlargest
trainer of Peace Corps volunteers.

Dr.MartinLutherKing,Jr.addressesanaudienceof1,000atSimsDiningHallduringhis seconduvisit.

Thursday MorningRoundtablebeginsasapublicservice forumforacross-sectionofcivicleadersin
Syracuse;ithas since earned numerous nationalawards, spanningmorethan50years.

Sidney OgelsbybecomesthefirstBlackgymnasttoearn All-Americanhonorsandbe aNational Collegiate
Athletic Association (NCAA) champion.

SeniorJoyce Green becomes the first Black Homecoming Queen.
The PRO (Puerto Rican Organization) is founded.
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Year

Milestone

1978-1970

Eileen Collins (‘78), one of the first 13 women to attend pilot training in the U.S. Air Force, graduates from
Syracuse University.

Native American studentorganization protests forthe removal of saltinewarriormascot.
The Black Celestial Choral Ensemble established.

The Office of Minority Affairs established.

The Cultural Centeris established by the Student Afro-American Society.

The Gebbie Speech, Language and Hearing Clinic founded.

Centeron Human Policy founded.

Establishment of the MLK Jr. Memorial Library.

The Syracuse 8 helps pave thewaytowardgreaterdiversityinthe University’s sportsrecruiting practices
and its coaching staff by leading peaceful campus demonstrations.

Syracuse University establishes anintercollegiate athletics program forwomen.

ReportofTrustee, Faculty,and Student Committee on Allegations of Racial Discriminationin the Football
Programis released.

The Black American Law Student Association is established.

CharlesV.WillieandDavid D. Jones are the firsttwo Black men appointed as Vice Presidents for Student
Affairs and Affirmative Action, respectively.

The International Living Centeris opened at401 Euclid Avenue.
The Department of Women’s Athletics is established.

Black Faculty and Professional Stafffile a class action suitagainstthe universityinU.S. District Courtin
Utica, claiming that affirmative action was a “paper program.”

Investments in South Africa: ASummary of The Question of Withdrawal and Other Alternatives report
issued by the Office of the Vice President for Public Affairs.

1979

TRIO Student Support Services (SSS) established.
TheAnnuallnternational Thanksgiving Celebration--heldforinternational students--islaunched.

Afterexistingeightyearsasanindependentacademicprogram,the Departmentof African American
Studiesbecomes an officialacademicdepartmenthoused underthe College of Artsand Sciences.

University College houses the English Language Institute, where international students receive instruction
toimprovetheir Englishlanguage proficiencyforacademic and professionaladvancement.

Chancellor Eggers’ Report on Syracuse University Investment Policy for Business in South Africa is
released.

ASIS (Asian Students In America) is established.

1982

Mergerof Syracuse Men’sand Women’s Athletics departmentstothe NCAA.

Robert Hill establishes the Office of Program Development (later renamed the Office of Multicultural
Advancement) to actively engage Black alumni.

1983

The Office of Program Developmenthostsiits first Coming Back Together (CBT) reunion for Black alumni
(the office and future CBTswere expandedtoinclude Latinx alumni).

VanessaWilliams (‘85)becomes thefirstblack womantobe crowned Miss America.

1985

New Policy Recommendationsofthe Board of Trustees’ Subcommittee on South Africaareissued.

1986

Theannual Martin LutherKing, Jr. Celebration Dinneris founded by Hendricks Chapel
The Collegiate Science and Technology Entry Program (CSTEP)is founded.
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Year

Milestone

1987

Syracuse Universitylaunchedthe “OurTime Has Come” Scholarship fund tosupportAfrican Americanand
Latino students.

1989

Chancellor's Task Force on Rape Final Reportis published.

1992-1990

Frontline series of Independent Study Courses offered to deployed Marines.

The Phi Beta Delta International Honors Society Alpha Sigma Chapter established/chartered on Syracuse
University’s campus.

Liberty Partnerships Program (LLP) established.
Student protest of South African apartheid.
Firstobservation of Martin LutherKing, Jr. Day at Syracuse University.

The University R.A.P.E. (Rape, Advocacy, Prevention and Education) Center is established (later renamed
TheAdvocacy Center).

The Equity Group is formed.

Syracuse University sponsorsthefirstnational conferenceongenderanddisabilityand becomesthefirst
research university to create an inclusive teachertraining program.

1992 -The Facilitated Communication Institute openedinthe School of Education (and waslaterrenamed
the Inclusion and Communication Initiative).

1998-1993

Rainbow Task Force Proposal Submitted by Jordan Potash which formed the University Senate Ad Hoc
Committee on LGBTQ Issues.

Studentshonoredwhoattended Syracuse University underthe GIBillwiththe exhibition “Remembering
the G.1.Bulge.”

The initial proposal for the Multicultural Living Learning Community (MLLC) is written by Michelle Walker,
a staff memberin the Public Affairs program.

Disability Studies Program established.

First distance learning class hosted.

Chancellordeveloped a Commission on Pluralism and a Student Survey.

The School of Education begins offering degrees ininclusive special education.

Honors Program starts thefirst Dialogue Circle onrace in collaboration with the Community-Wide
Dialogue Program.

The Departmentof PublicAffairs creates acommunity service programfortheirundergraduates to provide
mentoring and tutoring for historically underserved students at Wilson Park.

JesseA.MejiabecomesthefirstLatinoelected presidentofthe Student GovernmentAssociation.
Forthefirsttime, noclasses are heldinrecognition ofthe Islamic holy day Eid UI-Fitr.

TheBoardof Trusteesand ChancellorKenneth A. ShawliftedthebanoninvestinginSouth African
government and corporate securities, South Africa-related holdings, and companies that do business with
South Africa.

Syracusereceivesthe UrbanLeagueofOnondaga County'sHarriet Tubman Corporate Awardin
recognition of efforts to promote racial equality.

SeanalaPlacebecomesthefirstBlackwomanelected presidentofthe Student GovernmentAssociation.

Chancellor’s Task Force on Student Rights and Responsibilities Findings and Recommendations on
Nonconsensual Sexual Activity is published.
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Year

Milestone

2000-1999

Former Chancellor Kenneth A. Shaw publishes a multi-part series on diversity, discrimination, institutional
barriers, tolerance, and appreciation.

Syracuse University’sRonald E.McNairPostBaccalaureate AchievementProgramisfounded.
Deborah A. Freund is the firstwoman to be appointed Vice Chancellorand Provost.

The Office of Disability Servicesisfounded (andlaterrenamedthe CenterforDisabilityResources).
The Womenin Science and Engineering (WISE) programiis founded.

The Office of Undergraduate Studies and the Division of Student Affairs Adopt the Minnowbrook
Declaration on Diversity.

JamalJ.Jamesbecomesthefirstopenly Gaypersonelected presidentofthe StudentAssociation.

2001

DeanofStudentsAnastasial. Urtz's office begins compilingbias crime data, one ofmany stepsthe
university takes to create amore welcoming environmentforstudents.

Maxwell Unveiled: a permanentwall display honoring the women of Syracuse University of 1870-2000,
located in the Marguerite J. Fisher Seminar Room, 012 Eggers Hall.

LGBT Resource Center opens to support the LGBTQ campus community members and build a safer
campus forall.

The South Side Innovation Center (SSIC)opens as asmall-business resource centerlocatedin south
Syracuse. Operated by the Whitman School of Management, the SSIC hosts training programs, provides
adviceonindividualbusiness plans, and offersaccesstomentors and professional projects. The SSICis
partofalargerinitiative, the South Side Entrepreneurial Connect Project, which seekstoestablishavibrant
entrepreneurial culture in the south side and surrounding communities.

The Native American Studies (NAS) programis establishedinthe College of Artsand Sciences.
The Beyond Compliance Coordinating Committee (BCCC)is founded.

TheUniversity Senateestablishesastandingcommitteetoaddress LGBTissuesoncampus (latertobe
named the Committee for Lesbian, Gay, Bisexual, Transgender, Queer and Asexual (LGBTQA) Justice and
Advocacy).
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Year

Milestone

2004-2002

Wellslink Leadership Program established.
Winnick Hillel Center dedicated.
Formal statementfrom Chancellor Kenneth A. Shaw onracialinsensitivity.

Agroupof 11 African American Syracuse University students and ChancellorKenneth A. Shaw metfor
severalhoursWednesday, May 8,inthe Chancellor's office todiscuss the students’ concernsfollowing
anincidentthe night before in which a white student appeared in black body paintatalocal tavern with
several ofhis fraternity brothers. African American students, representing alargergroup ofconcerned

students, expressedconcernthatthis situationwasbutthe latestofseveralbias-relatedincidents atthe
University overthe course of the 2001-02 academic year.

The Office of Multicultural Affairs launched The Dimensions Mentoring Program.
Thelntergroup Dialogue Program (IDP)is established bythe Division of Undergraduate Studies.
WISE introduces the Norma Slepecky Prize and Lecture.

Nancy Cantoris the firstwoman to be appointed Chancellorand President.

The LGBTResource Centercreatesthe Annual Rainbow Banquetand Office of Multicultural Affairs
launched The Dimensions Mentoring Program.

The ltanwa Orinwa Celebration (aka “Black Graduation”), organized by the Student African American
Society,isfoundedasanannualobservationtohonoralldegree candidateswhoidentify as being partof
the African diaspora.

TheDivisionof StudentAffairsestablishesthe ProtocolforRespondingtoBias-Related Incidents (which
later developed into the STOP Bias and Hate initiative).

2005

Haudenosaunee Promise Scholarship Program announced.
The Burton Blatt Institute established.

Syracuse University beganwork onthe Connective Corridor, acivicengagementinitiative led by the
university, working with the City of Syracuse and Onondaga County.

The University Archives mounts anexhibition “Co-edfromthe Start: Women Students at Syracuse
University in the 19th Century.”

Syracuse Universityreportsadropinbias-relatedincidents,from81in2003t061in2004.

The OfficeofHumanResources, inconjunctionwiththe University Senateon LGBT Concernsandthe
LGBTResource Center,announcesthatgenderidentityand genderexpressionhave beenaddedto
Syracuse University’s Non-Discrimination Statement.

The Office of Multicultural Affairs (OMA) launches Conversations About Race and Ethnicity (C.A.R.E.),a
six-week dialogue space enabling campus community members to engage in meaningful, challenging, and
vital conversations about race and ethnicity.
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Year

Milestone

2006

The inaugural class of 31 Native students arrived as recipients of the Haudenosaunee Promise Scholarship
Program.

Syracuse Universityisrecognizedasone ofthe 100BestCampusesforLGBT studentsin The Advocate
College Guide for LGBT Students.

The College of Law’s Outlaw moot courtteamwins the Second Annual National Sexual Orientation Law
Moot CourtCompetition.

The Office of Learning Communities adds a Lesbian, Gay, Bisexual, Transgender, & Allies learning
community (laterto be named the LGBTQ+ Learning Community).

Thefollowing DEIl and cultural centers and programs are established on campus:
» Intergroup Dialogue Program.
» Native Student Program.
» LGBT degree program and minor.

» The WiSE Women’s Business Center, funded by a grant through the U.S. Small Business
Administration and hosted by the Whitman School of Management, opens asalocation that provides
information, resources, and supportforwomen entrepreneurs. This centeris one of 100 women’s
businesscentersacrossthenationthatofferscounseling, coaching,consulting,andtraining.

» South Side Innovation Center (also operated by and located in the Whitman School of Management).

2009-2007

Lawrence B. Taishoff Center for Inclusive Higher Education established on campus, committed to
individualized andinclusive higher educational opportunities for students with intellectual and
developmental disabilities.

Democratizing Knowledge (DK) Project: Developing Literacies, Building Communities, Seeding Change
launches during the 2009-2010 academic year.

University College establishes the Veterans’ Resource Center (laterto become the Office of Veteranand
Military Affairs)to provide supportservicesforstudentveteransusingthe benefits ofthe post-9/11
Veterans Educational Assistance Act of 2008.

2007: The Entrepreneurship Bootcamp for Veterans with Disabilities (EBV) is founded in the Whitman
schooltooffercutting-edge experientialtraininginentrepreneurshipand smallbusiness managementto
post-9/11veteranswith service-related disabilities. With nearly 500 veteran graduates, the EBV expands
toaconsortiumofuniversitiesacrossthe U.S. with Syracuse University servingasnational host.

Report of the Chancellor’s Task Force on Disability.
Established the Louis Stokes Alliance for Minority Participation (LSAMP).

Anew state-of-the-artresidence hallis dedicated at619 Comstock Avenue and is named in honor of Black
alumnus and Heisman Trophy winner Ernie Davis.

ThelnternationalLiving Centerisrenamed OrenLyonsHallanddedicatedinhonorofProfessor,
Faithkeeper, and alumnus Oren Lyons.

Syracuse Universityis one of only eightinstitutions nationally to earn aperfect, five-starratingin Campus
Pride’s LGBT-Friendly Campus Climate Index.
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Milestone

2011-2010

MelvinT.Stith, Ph.D., Dean ofthe Whitman School of Managementis inducted into the PhD Project Hall
of Fame. The PhD Projectestablished the Hallof Fame torecognize role modelsand mentors attracting
minority students to the study of business.

Institute for Veterans and Military Families (IVMF) opens.
The La Casita Cultural Center opens on campus.

University College holdsitsinaugural Annual Veterans’ Day Celebrationto pay tribute toveteransonand
off campus fortheir sacrifice.

Syracuse University StudentExperience Survey, Overviewof ResultsbyRace/Ethnicity.

TheDisability Cultural Center(DCC)foundedtoserveandengagewithfaculty, staff, studentsand
families, alumni, community members, and others with and withoutdisabilities. The DCCis thefirst of its
kindinthe U.S. to be housed within a student affairs organization, ratherthan a disability services office. It
is also the first to be run by a full-time professional staff member.

2014-2012

Retrospective of Nancy Cantor’s tenure as chancellor highlights diversity achievements that include
promoting access and opportunity fortraditionally underrepresented groups.

Sharon Haines Jacquet Education Commons grand opening in Huntington Hall.

2014: THE General Body, a coalition of students organize a sit-inand protest at Crouse-Hinds Hall to bring
awarenesstoclimateissues andtheimportance of DEl programs on campus, and to advocate formore
transparency around decisions involving the reduction of DEl resources.

2012: Nick Donofrio G'71, H’11 established the Donofrio Scholars Program at the College of Engineering
and Computer Science. The year-long program provides underrepresented students with scholarships, paid
membershiptoaprofessionalengineeringsociety, freetutoring, specialized careermentoringwithalumni,
andapaid, six-weeksummerinternship performingresearchorworkingatalocalengineeringorcomputer
science company.

Workgroup on Sexual Violence, Prevention, Education and Advocacy issues Final Report.
The POSSE Scholars Program begins with students from Atlanta, Los Angeles, and Miami.
The College of Arts and Sciences launches a Certificate in Iroquois Linguistics forLanguage Learners.

2015

The chancellor charters a Workgroup on Diversity and Inclusion.
Jazz pianist Randy Weston headlines the inaugural John L. Johnson Lecture in the College of Arts and Sciences.

Theuniversitysignsthe Justiceand Dignity Resolution, supportingsocial justiceandhumandignity,authored
bythe National Association of Schoolsand Colleges ofthe United Methodist Church (NASCUMC).

Office of Veteran and Military Affairs established.
Leveling the Playing Field: The Story of the Syracuse 8.

TheWellsLink Leadership Program, inthe Office of Multicultural Affairs, is honored by University Business
Magazine as a “Model of Excellence.”

DinoBabers is named 30th Head Football Coach and the first Black Head Coach at Syracuse University.
ChancellorKentSyverud appoints standing Task Force on Sexualand Relationship Violence.
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2016

Chancellor's Workgroup on Diversity and Inclusion report completed, including a statementand
acknowledgementofNativelandtobereadatallmajorcampusevents. ChancellorSyverudprovides
updatesto University Senate and campus community onfree speechanddiversityreports.

The Office of Multicultural Affairs’WellsLink Leadership Program (WLP), receives national recognition
and award forits work increasing student retention efforts. The WLP help first-year BIPOC students to
successfully transition into college—socially and academically.

The Councilon Diversity and Inclusion (CDI)is established to serve as the primary advisory committee
tothe CDIO on matters ofdiversity, equity, inclusion, and accessibility and also serves as aresource to
academic and administrative units.

Syracuse University celebratesits firstIndigenous Peoples’ Day to recognize and honorthe history,
cultures and contributions of Indigenous peoples and to raise awareness and generate dialogue across the
campus community.

Internationalization Council is established.

Syracuse hosts inaugural Fall Symposium on Race and Our Communities: Race, Justice, Violence and Police
in 21st Century America.

2017

Strategiccampusframework of Visionfor Excellence endorsed by Board of Trustees.
Designingan Exemplary International Student Experience report submitted to the Internationalization Council.
Syracuse University opens the Centerfor Online and Digital Learning.
Long-termrecommendationsfinalized by chancellor'sworkgroup on Diversityand Inclusion.

Syracuse University Libraries appointsitsfirstinclusionand Accessibility Librarian.

2018

Syracuse University creates aninterim chiefdiversity and inclusion officer (CDIO)role to help address the
institution’simmediate needfor stronger DEl seniorleadership. Dr. Keith Alfordis appointed to serve inthis
role.

Dr. Martin Luther King Jr. commemorative plaque unveiled on campus.

Constructionbeginsonthe National VeteransResource Center(NVRC)atthe D’AnielloBuilding, astate-
of-the artfacility, made possible by a transformational gift from Dan 68 and Gayle D’Aniello. The NVRC
willcreate acenterdedicated to outreach and to addressing social, financial, and publichealthissues
specifictothe experiences of veterans and theirloved ones.

The Inclusive Leadership Assembly (ILA), composed of diversity leads from all schools and colleges, is
formed by Interim Chief Diversity Officer Keith Alford and holds its inaugural meeting.

The Disability Audit Steering Committee (later to become the Disability External Review Committee)is
established.

Disability External Review Committee issued Phase 1 Recommendations.
KathleenWaltersbecomesfirstwomantobenamed chair-electofthe Board of Trustees.
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2019

STOPBias,auniversity-wideinitiativethateducates the campus community aboutbiasandprovides
resourcestoreportandreceive supportforbias-relatedincidents, launchesatSyracuse University.

Afteralengthy, comprehensive searchthatincludedvettingover200 applicants,inMay 2019, Syracuse
University officially appointed Dr. Keith A. Alford to serve asitsinaugural CDIO.

Atthe end ofthefallsemester,the Chancellormade 35 DEIAcampus commitmentstoenhanceresources
and supportforits diverse, BIPOC students.

The Board of Trustees formed a Special Committee on University Climate, Diversity and Inclusion to
developrecommendationsonprograms, policies,andinitiativestofosterandstrengthendiversity, equity,
inclusion,andaccessibility (DEIA)atSyracuse University. InDecember2019, the Special Committeeand
the Chancellor commissioned several year-long external reviews, assessments, and evaluations, including
a comprehensive DEI research study that included: conducting a campus climate pulse survey of students,
faculty, and staffin fall of 2020; completing an inventory of DEI programs, policies, and initiatives in all
schoolsandcolleges alongwith othermajordivisions and units oncampus;and participatinginanational
peerbenchmarking study.

WilliamH. Johnson (c/0 1903), the College of Law’sfirst African American graduate, is posthumously
admitted to the New York State bar.

The College of Law entersinto a 3+3 agreementwith three Atlanta-based HBCU institutions: Clark Atlanta
University, Morehouse College, and Spelman College.

2020

ThenewNationalVeterans Resource Center(NVRC)atthe D’AnielloBuildingopensoncampus.

Tocreateamore centralized diversity, equity, inclusion,and accessibility (DEIA)institutional strategy and
infrastructure, the Office of Diversityand Inclusion (ODI)is established on Syracuse University’s campus.
Underthe leadership of a Chief Diversity and Inclusion Officer (CDIO), the ODI is comprised of both full-
time and part-time employees and officially opens.

The Chancellorappoints anIndependent Advisory Panel comprised of four DEl and highereducation
leaders, researchers, and experts unaffiliated with the university toengage withcampus communityand
provide advice tothe Special Committee in developing recommendations to build a strongerinstitutional
DEIA framework.

Membersofthe Board of Trustees Special Committee on University Climate, Diversity,and Inclusionvisits
campusand participatesin a series of dialogue andlistening sessions.

#NotAgainSU, anactivistorganization predominantly comprised ofBlackand Latinxstudentsorganize a
seriesofsocialjustice demonstrationsandprotestsoncampus,includinga23-daysit-inat Crouse-Hinds
Halltobringawarenesstoissuesincludingincidents of bias, discrimination, and/orracismandto pushfor
theimprovementofrelations, interactionswith, and perceptions of law enforcementofficers on campus.

Firstofferingof SEM100, A History of Protesting Racial Injustice at Syracuse University, whichis a Senate
Ad Hoc Committee on the Social Justice/Social Difference course requirement.

Syracuse University joinsthe Kessler Scholars Collaborative, aconsortiumofcolleges and universities
thataretransformingthefirst-generationstudentexperienceandwelcomesitsinaugural cohortofKessler
Scholars in fall 2020. Through the Kessler Presidential Scholars Program, an exceptional group of Syracuse
University students who are the first in their family to attend college receive fouryears of supportto help
them succeed at Syracuse University and beyond.

The Disability External Review Committee submits Phase 1 recommendationsforinstitutional planstogo
“beyond compliance” with respect to accessibility on campus.

Officialflags are raised atthe National Veterans Resource Center (NVRC)atthe Daniel & Gayle D’Aniello
Building.

The Centeron Disability and Inclusion is established by the School of Education.
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2021

Syracuse University hasfulfilled orcompleted 41 ofthe 50 DEIA campus commitments andhave made
significant progress towards 8 of these commitments.

The Disability External Review Committee submits Phase 2recommendationsforinstitutional planstogo
“beyond compliance” with respect to accessibility on campus.

The 2020 State of Diversity, Equity, and Inclusion Reports—which offerfindings from the external review
andDElresearchstudy commissionedbythe Board of Trustees Special Committee on University Climate,
DiversityandInclusionandthe ChancellorinDecember2019—are published. Thissetofstudiesincluded
acampus climate pulse survey of students, faculty, and staffin the fall of 2020; an inventory of current DEI
programs and policies on campus; and a national peer DEIl benchmarking study.

InFebruary2021,the renovated Schine Student Centeropened, offering 8,600 square feetof gathering
andreservable space for students, faculty, and staff.

Thefirstcohortofstudentsundergothe redesigned SEM 100 course—nowreferredtoas FYS101. This
projectincludedallocatinga$1millionbudgetforthe 2021 fiscalyearalongwitha$2millionannual
budgetfor2022andbeyond. Theseresourceswilldirectly supporttheongoingdevelopmentand
expansion of required DEIA courses at Syracuse University.

Board of Trusteesannounces formation ofan Advisory Committee on University Climate, Diversity, Equity,
Inclusion and Accessibility.

TheCollegeofLawannouncesthecreationoftheHon.SandraL. TownesDiversity, Equity,andInclusion
StudentResource Centernamedforthelate Blackjurist, educator,and alumna.

Syracuse UniversityholdsthefirstRacial Equity Academic Symposiumduring Black HistoryMonth.

Syracuse University establishes ataskforce made up ofacross-sectionofthe universitytodevelopthe
first University wide DEIA strategic plan.
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APPENDIX B. STATISTICAL DATA SUPPORTING GOAL #2 RATIONALE

Share of URM Students and URM Faculty By Academic Area After Additional Faculty
Allocated Based on Share of SU URM Students
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Share of URM Students and URM Faculty by Academic Area After Additional Faculty Allocated Based on
Share of SU URM Students: Vertical bar graph showing the share of URM students and URM faculty by
academic area after additional faculty allocated based on share of SU URM students. Y-axis represents the
share, ranging from 0.0% to 20.0%. X-axis represents the faculty.

Architecture: Share of All URM Students = above 2.0%; New Shares of URM TT/T Faculty = above 2.0%.
CAS-Humanities: Share of All URM Students = below 6.0%; New Shares of URM TT/T Faculty = below
18.0%.

CAS-Natural Sciences: Share of All URM Students = approximately 16.0%; New Shares of URM TT/T
Faculty = above 10.0%.

ECS: Share of All URM Students = above 8.0%; New Shares of URM TT/T Faculty = below 6.0%.
Education: Share of All URM Students = below 8.0%; New Shares of URM TT/T Faculty = below 10.0%.
Falk: Share of All URM Students = above 8.0%; New Shares of URM TT/T Faculty = below 6.0%.
Information Studies: Share of All URM Students = below 8.0%; New Shares of URM TT/T Faculty = below
6.0%.

Law: Share of All URM Students = below 4.0%; New Shares of URM TT/T Faculty = above 4.0%.
Management: Share of All URM Students = below 8.0%; New Shares of URM TT/T Faculty
approximately 2.0%.

Maxwell-Econ: Share of All URM Students = above 2.0%; New Shares of URM TT/T Faculty
approximately 2.0%.

Maxwell-Other: Share of All URM Students = below 12.0%; New Shares of URM TT/T Faculty = above
10.0%.

Public communications: Share of All URM Students = below 10.0%; New Shares of URM TT/T Faculty =
above 6.0%.

VPA: Share of All URM Students = below 10.0%; New Shares of URM TT/T Faculty = above 12.0%.
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Figure 4a. Projected Change in Number Among U.S. Public High School Graduates Compared
to 2019, by Race/Ethnicity

150K
100K
50K
0K
-50K
-100K
-150K
-200K
-250K
-300K
-350K

2020 2022 2024 2026 2028 2030 2032 2034 2036
Graduating Class

Il White [ Hispanic Black [l Asian or Pacific Islander (combined)

Source: Western Interstate Commission for Higher Education, Knocking at the College Door , 10th edition, 2020. WICHE prajections and analysis. Notes: Showing White non  -Hispanic, Hispanic of any race, Black non -
Hispanic and Asian/Pacific Islander (combined) non -Hispanic. Figure 5a shows additional race categories.

Projected Change in Number Among U.S. Public High School Graduates Compared to 2019, by
Race/Ethnicity: Line graph showing the projected change in number among US public high school graduates
compared to 2019 by race slash ethnicity. Y-axis represents the change in number, ranging from negative 350K

to150K. X-axis represents the graduating class, ranging from 2020 to 2036.

e The White data line is shown starting at OK in 2019, decreasing to negative 100K by 2025, decreasing to

negative 250K by 2030, and decreasing to finish at a level above negative 350K in 2036.

e The Hispanic data line is shown starting at OK in 2019, increasing to a level above 150K by 2026,
decreasing to a level above 50K by 2031, increasing to a level of approximately 100K by 2034, and

decreasing to finish at a level of approximately 50K in 2036.

e The Black data line is shown starting at OK in 2019, decreased level above negative 50k by 2022,
increasing to a level of approximately OK by 2026, and decreasing to finish at a level of approximately

negative 50K in 2036.

e The Asian or Pacific Islander (combined) data line is shown starting at OK in 2019 and steadily increasing

to finish at approximately 50K in 2036.
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