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Charge: 
To establish a Diversity, Equity, and Inclusion Committee (DEIC) that will recommend systemic 
strategies, programs, and policies, that promote a culture of diversity, equity, and inclusivity that 
will help address the barriers to recruitment, retention, and graduation faced by students of 
marginalized identities and thereby to improve Heidelberg’s focus and commitment to fulfilling 
our Core Student Mission for all students.  

Vision: 
The DEIC will encourage Heidelberg University to become more welcoming and more vibrant 
for all persons, preparing all community members for global citizenship, by deepening their 
appreciation for diversity and by promoting multicultural awareness through intentional 
educational, cultural, and policy changes.    

Mission: 
The Diversity, Equity, and Inclusion Committee at Heidelberg University creates educational 
opportunities for students, faculty, and staff to cultivate a more inclusive environment that 
nurtures the  intellectual, personal, and professional development of underrepresented groups on 
Heidelberg’s campus, including those historically oppressed and marginalized students because 
of race, socioeconomic status, gender identity, gender expression, age, national origin, ethnicity, 
sexual identity, creed, culture, religion, and disability to help enable all students to lead a life of 
purpose with distinction.   

Goals: 
The DEIC at Heidelberg University will achieve this vision and mission by accomplishing the 
following goals: 

● Improve campus-wide understanding and commitment to diversity, equity, and inclusion 
through clear definitions, stakeholder, and education. 

● Synthesize the recommendations made during the Spring 2018 Students of Color and 
Allies Open Forum, 2018 Diversity Climate Survey, and focus groups and develop a plan 
to address them. 

● Contribute to recruitment, retention, graduation, and placement efforts by collaborating 
with offices on campus to develop programs, educational opportunities, and trainings for 
students, faculty, and staff so that students of all backgrounds and identities feel safe, 
welcomed, supported, and able to graduate in 4 years.  

● Establish and maintain an active DEIC to ensure continuing support and education for all 
members of the Heidelberg community.  

● Support the University in developing policies and procedures to respond to bias related 
incidents experienced by students, faculty, and staff on campus and in the Tiffin 
community. 

● Encourage connections between Heidelberg University and the Tiffin community to 
promote diversity and inclusivity beyond our campus.  

Rationale: 
The mission of Heidelberg University is to be a “community of learning that promotes and 
nurtures intellectual, personal and professional development, leading to a life of purpose with 
distinction” for all students.  However, our approach to create this community fails to 
acknowledge the unique needs of our current student population. As a result, Heidelberg 
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University is currently failing too many of our students, and data indicates that we fail students 
of color at a higher rate, resulting in their departure from the University. The graduation rate for 
the class of 2018 (cohort Fall 2014) is 42.4%, however the graduation rate for students who 
identify as white is 50.4%, while the graduation rate for students who identify as persons of 
color is 11.1%. Currently, the Owen Center, the Center for Teaching Excellence, Human 
Resources, individual faculty and staff members, International Student Affairs, Multicultural 
Student Affairs, and Religious Life, are all committed to student success with a focus on 
equitable practices within specific siloed frameworks, but cannot function in the University as a 
holistic system.   The DEIC will transcend these silos by examining and addressing the 
University as a whole and leveraging the collective power of stakeholders from across the 
University’s functional groups. 

 

Committee Structure, Leadership, and Membership:  
The DEIC will be charged by the President and report to the Chief Human Resources Officer and 
Title IX Coordinator who will be a member of the committee. The DEIC will be co-chaired by 
the CHRO/Title IX coordinator and the Director of Multicultural Student Affairs. This structural 
authority will connect the DEIC directly to the Senior Leadership Team and signal our strong 
commitment to the campus.  The DEIC will need to cultivate functional and productive 
relationships with various offices on campus.  Those relationships will be maintained directly 
through membership on the DEIC and indirectly through area liaisons, the DEIC annual report 
(shared with the entire campus), and through recommended actions made to different campus 
stakeholders as part of the DEIC scope of work.  The DEIC will be filled by 7-10 individuals as 
appointed by the President in consultation with the DEIC co-chairs.  

In Spring 2021, the DEIC will undergo a Presidential and SLT review. In addition to evaluating 
the impact of its work across campus at that point, the committee will provide its own self-
assessment. The DEIC will provide recommendations for future membership, as well as a 
rationale for membership.  The President and SLT will review those recommendations and meet 
with the DEIC to discuss the committee’s perspectives and come to consensus on the future 
composition and needs of the DEIC based on the University’s progress in promoting a campus 
culture of greater diversity, equity, and inclusion. The key campus liaisons will represent the 
breadth of the University and create working groups as needed.   
 
Senior Leadership Team members and student organizations will identify a liaison(s) with whom 
the DEIC can expect to work with to research best practices and make recommendations to 
address identified concerns. The working groups will consist of students, faculty, staff, and 
administrative members as needed. After two years of institutional implementation and progress, 
the DEIC might recommend formalizing its work through a larger general committee. 
 

Committee Responsibilities, Accountability, and Authority: 
The Diversity, Equity, and Inclusion Committee will evaluate the university-wide supports, 
systems, and barriers to total student success for students of marginalized identities at Heidelberg 
University.  The DEIC will use a systemic, campus-wide approach to diversity, equity, and 
inclusion, by looking holistically at Academic Affairs, Student Affairs, Enrollment Management, 
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Administration and Business Affairs, University Advancement and Marketing, and Human 
Resources.  

The DEIC will make recommendations to pertinent campus stakeholders to promote an equitable 
and inclusive environment on campus for all students, faculty, and staff. Following the 
recommendations of the 2018 Heidelberg University Climate Survey, the focus will be on 
making educational, cultural, and policy recommendations to improve Heidelberg’s Core Student 
Mission.  Recommendations will include policy revisions, evidence-informed best practices, and 
revisions to programs and services.  

The DEIC will write an annual impact report and quarterly reports, which will be shared with the 
University President, Senior Leadership Team, Academic Affairs Leadership Team, Student 
Affairs Office Directors, and Committee Chairs under the Faculty Governance Structure 
including Undergraduate Curriculum, Graduate Curriculum, Faculty Development, Undergrad 
Policy, and Faculty Personnel.  

The DEIC will promote university-wide participation in approved programming and 
implementation of DEIC recommendations through positive social encouragement and pressure. 
Strategic recruiting of the key campus liaisons from a variety of schools, offices, and student 
organizations will help ensure the impact of the DEIC across campus. By beginning our work 
with students, faculty, and staff who want to make Heidelberg a more inclusive community, the 
DEIC will begin building positive social encouragement and pressure for others to participate.  
This positive social encouragement and pressure will motivate participation and engagement 
because it empowers people to make choices. In order to shift culture we need to empower the 
campus community to make the decision for themselves to create an equitable and inclusive 
environment.  Members of the campus community cannot view DEIC recommendations and 
supported programming as yet another “requirement." This will breed resentment and ensure the 
committee will fail.  

  
Committee Operations and Funding: 
The operations will be conducted according to the academic cycle through several key practices, 
including: listening sessions, faculty and staff professional development, needs assessments, the 
cultivation of relationships with existing departments and areas on campus, and the creation of a 
bias-incident reporting and response system.  These practices and operations will contribute to 
Heidelberg’s goal of total student success through increased recruitment of students with 
marginalized identities, improved retention of students with marginalized identities, and to 
higher 4- and 6-year graduation rates among students with marginalized identities.  By increasing 
the recruitment, retention, and graduation rates of students with marginalized identities, the 
DEIC will positively impact the University’s overall enrollment, retention rate, and 4- and 6-year 
graduation rates. This will help improve Heidelberg’s focus and commitment to fulfilling our 
Core Student Mission for all students. This institutional success will make the University 
financially stronger.  
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The DEIC will be funded (in the immediate term) by funds within the Human Resources 
compliance budget. The proposed $25,000 annual budget would be allocated as follows and 
could be partially offset by grant applications to fund particular initiatives.  
 

Activity Supported by the DEIC Annual amount of dollars 

On Campus Professional Development 
(faculty, staff, and student leaders) 

$5,000 

Off Campus Professional Development 
(faculty, staff, and students) 

$5,000 

Supplies $2,000 

Food Service $3,000 

Grants to support university, departmental, or 
other initiatives 

$10,000 

Total Proposed Annual Budget $25,000 

In addition to grant applications, we recommend specific fundraising to create an endowment to 
permanently fund the DEIC, and ongoing grant applications.  We propose working with 
University Advancement and Marketing to raise $500,000 to fully fund an endowment for the 
DEIC.  

 

Critical Barriers to Success: 
The highest critical barriers to success that the DEIC will face are every member of the campus 
community and the power that we have used to unconsciously and inadvertently uphold the 
beliefs, mores and systems in our society that have often limited and oppressed marginalized 
students historically. In our biases, our perspectives, and our lived experiences, we perform our 
roles and our functions in ways that manifest both positive and negative impacts on our students 
and each other. The critical barriers to the success of this committee are the attitudes of 
institutional leaders regarding the experiences of students of marginalized identities; inaction on 
the part of Heidelberg University’s faculty, staff, and students in response to microaggressions 
and other hostile acts; and environmental factors that allow such attitudes and inactivity to 
continue.  
 
  

https://www.youtube.com/watch?v=kzLT54QjclA&t=
https://www.youtube.com/watch?v=kzLT54QjclA&t=
https://www.youtube.com/watch?v=kzLT54QjclA&t=
https://drive.google.com/a/heidelberg.edu/file/d/1dGArkin_4LtrHP4kKYt_atSoRo-eUdjV/view?usp=sharing


Heidelberg University Diversity, Equity, and Inclusion Committee  

5 

  
 

                   
 

The critical barriers to success are both individual-to-individual and systemic. To illustrate these 
three critical barriers (attitude, inaction, and environment), we are providing several examples 
below.  These examples have been constructed to mask the identity of the employee and/or 
student unless the individual gave his or her consent to be included. 

● Senior Leadership Team: Attitude 
○ In Spring 2018, several students of color hosted a forum to inform the campus 

community of their experiences on campus. They invited faculty, staff, and 
students who they believe are allies or who they believe have the institutional 
power to have positive impact on their experience. In order to create a safe 
environment for themselves, they asked their white allies to respectfully listen for 
the duration of the event. A discussion session would be held afterwards to allow 
allies to process and brainstorm strategies to address the experiences of students 
of color at Heidelberg.  Members of SLT responded to this email expressing their 
support of this event along with their disappointment and frustration that they 
would not be able to ask clarifying questions during the event.  When invited into 
these spaces it is important to listen and not take up space by asking questions.  
 

● Faculty: Inaction  
○ Students of color have reported that faculty members seem unable or unwilling to 

address microaggressions or hostile statements made during classes.  Although 
some faculty address such actions in the immediate moment, other faculty are 
unable, unwilling, or uncomfortable with addressing the inappropriate actions or 
statements of students in class.  This demonstrates our need for practical training 
for faculty in learning how to address these situations so they are better prepared 
when these situations arise. 

Diversity, Equity, Inclusion Committee, 2019 
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○ For example, two faculty members witnessed multiple acts of aggression in the 
fall of 2017.  In two separate classes, a student proclaimed (proudly) that “the 
South shall rise again!”  When the student was informed, by both faculty 
members, that his statement was inappropriate and threatening to persons of color, 
as that phrase was associated with the Confederacy, the student became 
belligerent and yelled at the faculty that “the South shall rise again” is not a racist 
statement and that people are just too sensitive.   
 

● Staff: Environment 
○ After the August All Employees Meeting, one of the faculty was approached by a 

member of the staff.  In the meeting, SLT was asked if there was a strategic plan 
to hire more minority faculty.  A staff member stayed after the meeting and 
thanked the faculty asking the question because her (the staff member) biracial 
son decided not to return to Heidelberg after one semester because the 
environment was not welcoming to students of color.  The staff person cried 
during the conversation and stated that no one had ever asked about hiring 
minority faculty before the August 2018 meeting. Another faculty member 
witnessed this conversation. It is essential to create a space/environment where 
the staff can express their concerns. If this issue has been on the hiring agenda, it 
would have been helpful to share that information with the HU community.  
Otherwise, it gets translated that HU has no strategic plan to hire additional 
minority faculty.  

 
● Students: Attitude and Inaction 

○ A student-athlete was at practice and while they were running drills one of their 
teammates said “come on, prove to us that you deserve to be on this side of the 
wall.” None of the athletic staff or teammates addressed this inappropriate 
statement even though multiple were present and clearly heard it. This statement 
was an intentional microassault discriminating against the student’s ethnicity, 
implying that the student had to earn acceptance for who they are. This language 
is an example of student actions that perpetuate harmful impacts on some 
students.  Our students, faculty, and staff are a reflection of Heidelberg’s core 
values. In this situation the student’s comment and silence from the coaching staff 
and teammates sent a message that this behavior is acceptable on our campus. It is 
important that all students, faculty, and staff are able to address these situations so 
that they do not continue, helping demonstrate that we are an inclusive campus 
that will not tolerate this kind of abuse.  
 

● Community: Attitude and Environment 
○ During a student teaching semester a student expressed concern about completing 

their student teaching experience at a local school. They had previously 
experienced racism while visiting a school in this district, which also maintained a 
reputation of a hostile environment for people of color. Having to complete their 
teaching experience in this district re-traumatized them. This is an example of 
many negative experiences students report they have had in the greater Tiffin 
area.  This demonstrates the need for Heidelberg University to continue working 

https://reason.kzoo.edu/csjl/assets/Racial_MicroaggressionsshortVersion.pdf
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to improve the relationships with the Tiffin community and help ensure that our 
students will feel welcome and valued both on and off campus. 

Impact and Assessment: 
Four of the ten universities in the Ohio Athletic Conference (OAC) have established university 
recognized Diversity, Equity, and Inclusion Committees and two, including Heidelberg 
University, are in the process of developing a DEIC. Otterbein University has the most recently 
established committee and has been able to incorporate a multi-year Equity & Inclusion plan into 
their University Strategic Plan. It includes increasing the percentage of Students of Color in the 
first-year class to 23%, developing a University Diversity and Inclusion statement, and holding 
regular professional development workshops for faculty and staff that focus on diversity, equity, 
and inclusion.  

To evaluate the work of the DEIC, the Committee will work with the Director of Academic 
Planning, Assessment, and Institutional Effectiveness to create a long term assessment plan. This 
long term assessment plan will focus on institutional culture change; measures of total student 
success, including retention, 4-year and 6-year graduation rates; and will be developed from 
existing data including feedback from the synthesized list of student recommendations, and other 
student surveys.  This assessment plan may use existing tools such as the Association of 
American Colleges and Universities (AAC&U) Intercultural Knowledge and Competence Value 
(IKCV) Rubric to measure how DEIC activities have shifted Heidelberg towards a more 
inclusive campus culture. Finally, the DEIC will develop its own assessment instrument(s) to 
evaluate the progress and success of the committee.  

https://drive.google.com/a/heidelberg.edu/file/d/1AW9t4rwsbWDvaQSrzhJ1GU7NkgXqdkDu/view?usp=sharing
https://drive.google.com/a/heidelberg.edu/file/d/1AW9t4rwsbWDvaQSrzhJ1GU7NkgXqdkDu/view?usp=sharing

