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INTRODUCTION  
The Faculty Senate Inclusion and Diversity Committee (IDC) began as an ad hoc committee in 
September 2020 and then became a standing committee formed in September 2021. Charges 
for 2021-2022 are as follows: 
 

Committee charges 
1. Follow up on activities undertaken regarding previous charges: 

The committee shall review and analyze data from recently conducted faculty surveys regarding 
diversity and inclusion to:  
(a) gauge attitudes and perceptions of faculty,  
(b) determine perceptions of where we are strongest and where there is need for improvement,  
(c) provide recommendations to improve inclusivity and  
(d) provide feedback on the data collection process in order to efficiently collect, organize and 
communicate data regarding diversity, equity and inclusion (DEI) strategies and initiatives going 
forward. 

2. Identify a point of contact in each college and other university offices for DEI strategies/Initiatives. 
3. (Peer Institutions) The committee shall work with Senior Vice Provost and Chief Inclusion Officer 

to review what businesses and competing institutions are doing to facilitate and improve inclusive 
climate, identify best practices, and report recommendations. 

4. (Northeastern Initiatives) The committee shall collaborate with the Senior Vice Provost and Chief 
Inclusion Officer and liaise with the existing college DEI workgroups to identify, provide 
recommendations, and promote:  
(a) specific diversity and inclusion initiatives which are being undertaken within each college   
(b) mentoring and professional development opportunities for women and minority faculty  
(c) short-and long-term goals for improving inclusion and diversity among faculty 

5. In collaboration with college-wide DEI workgroups, the Faculty Development Committee and 
the Senior Vice Provost and Chief Inclusion Officer, identify methods and best practices to recruit, 
retain and advance a faculty population that represents the University’s overarching diversity goals 
and increasingly diverse student population. 

6. In collaboration with the Faculty Development committee, evaluate mentorship structures and 
processes across colleges and make recommendations regarding best practices that could be 
adopted university wide, with specific reference to the identification of multiple mentors and the 
development of diverse mentoring networks 
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CHARGE #1 
Follow up on activities undertaken regarding previous charges: 
The committee shall review and analyze data from recently conducted faculty surveys regarding 
diversity and inclusion to: (a) gauge attitudes and perceptions of faculty, (b) determine 
perceptions of where we are strongest and where there is need for improvement, (c) provide 
recommendations to improve inclusivity and (d) provide feedback on the data collection process 
in order to efficiently collect, organize and communicate data regarding diversity, equity and 
inclusion (DEI) strategies and initiatives going forward. 
 
(a) gauge attitudes and perceptions of faculty  
The committee reviewed data from three surveys to address this charge: 1) 2019 HERI survey 
(Appendix A) 2) 2021 DE&I Climate Survey (Appendix B) and 3) 2021 faculty senate survey 
(Appendix C). 
 
Summary of general observations of attitudes and perceptions from the 2019-2020 HERI survey 
(data provided to the committee can be found in Appendix A): 
 
Gender, race & ethnic diversity & stress due to discrimination:  Over half of faculty surveyed 
perceive the university as committed to gender diversity (54.9%) and to promoting racial and 
ethnic diversity (56.6%) in the faculty and administration. Almost three-quarters of those 
surveyed (72.6%) perceive the university as having effective hiring practices and policies that 
increase faculty diversity; this is concerning as only 4.43% and 3.15% of faculty are Black or 
Latinx, respectively. Important to note, however, is the percentage of Northeastern’s faculty 
who reported experiencing “somewhat” or “extensive” stress due to discrimination:  55.5% of 
Black/African American faculty; 46.2% of Latina/o/x faculty; 42.3% of Asian/Pacific Islander 
faculty; 71.4% of faculty who identify as “other race/ethnicity” and 55.5% of faculty who 
identify as “two or more races/ethnicities.”  14.3% of all respondents perceived there is "a lot" 
of campus racial conflict; this is far lower than those at a comparison group of institutions 
surveyed (23.8%).  
 
Regarding students, less than half of faculty surveyed (43.9%) feel the university is committed to 
recruiting more traditionally underrepresented students and over half (53.2%) of those 
surveyed feel they are not prepared to deal with conflict over diversity issues in the classroom.  
On a positive note, a majority (63.2%) perceive the university as taking responsibility for 
educating underprepared students.   
 
Community/civic engagement:  Faculty were asked of their perceptions on whether the 
university is committed to facilitating civic engagement among students and faculty. 
Engagement included whether the university facilitates student involvement in community 
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service, provides resources for faculty to engage in community-based teaching or research, or 
creates and sustains partnerships with surrounding communities.  Half (49.9%) of all faculty 
surveyed believed the university has at least some commitment to civic engagement.   
 
Whether increasing prestige is perceived as or should be an institutional priority was surveyed. 
A vast majority of respondents (86.4%) believed increasing or maintaining institutional prestige 
was important.  Hiring faculty "stars" was similarly perceived (74.9%) as an important 
component of maintaining prestige.   
 
The faculty response rate to the HERI survey was 51% (of full-time faculty); 77.7% of 
respondents identified as white. 
 
Summary of general observations on attitudes and perceptions within the 2021 Climate survey 
(data provided to the committee can be found in Appendix B):  
 
A summary of observations from the 2020-2021 DEI Climate Survey were made available to the 
committee in the form of a powerpoint presentation (dated 11/22/21) that was presented to 
the Presidential DEI Council.  The summary of observations we received were aggregated and 
included faculty, staff/administration and students.  The data we were provided did not break 
out faculty responses (or demographics) which makes it difficult to make meaningful 
observations specifically relating to faculty attitudes and perceptions at this time.  Our 
understanding is that the University does intend to share the results of the climate survey with 
the broader Northeastern community at a future date this Spring.  
 
The survey’s overall response rate was only 14.7%; 34% of faculty completed the survey, 
significantly lower than the 51% response rate of the 2019 HERI survey.  
 
The key takeaways summarized from all respondents are generally similar to the observations 
noted from faculty responses in the HERI report and in the Faculty Senate Survey.  On the 
observations related to attitudes and perceptions of DEI issues, several positive and 
encouraging messages can be found.  The majority of respondents described their perceptions 
as either having “satisfaction” (75%), believing Northeastern is “an inclusive community” (60%), 
safe from discrimination or harassment (72%), “comfortable” with interacting with diverse 
individuals (71%), and feeling “a sense of belonging or community” (67%).  Overall, diversity was 
perceived as good for improving campus interactions.   
 
The respondents who did not express the same level of satisfaction, and their roles or locations, 
were also identified within the report.  The report identifies opportunities for improvement of 
the DEI climate and provides recommended avenues for achieving these improvements.   
 
Summary of general observations on attitudes and perceptions within the Faculty Senate 
Committee survey (data provided to the committee can be found in Appendix C):  
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The Faculty Senate conducted a survey to all faculty in November and incorporated the 
following two questions asked by the IDC related to diversity and inclusion: 

1) (Question 7.2) Do you feel prepared to incorporate new topics, learning methods, case 
studies, or discussions on diversity, inclusion, equity, or justice within your courses, 
curriculum, or other supervisory relationships with students or student groups? 

2) (Question 7.3) What is the desired future state for faculty diversity, equity and inclusion 
at Northeastern?  Relatedly, what would it take to achieve it? 

 
510 faculty participated (at least started) the Faculty Senate survey.  Of those 510, 354 faculty 
(69.4%) answered the IDC’s first question - with 268 (75.71% of responses) indicating that they 
do feel prepared to incorporate new topics, learning methods, case studies, or discussions on 
diversity, inclusion, equity or justice within their courses, curriculum, or other supervisory 
relationships with students or student groups.  However, nearly 25% of faculty who opted to 
answer the question do not feel prepared.  Of the 510 faculty who started the survey, 242 
(47.5%) either didn’t answer the question at all or indicated they do not feel prepared to 
incorporate or discuss DEI or justice issues in their courses, curriculum or other co-curricular 
student interactions.  It is unknown whether those who didn’t answer the question only skipped 
that question or whether they only started the survey but didn’t complete it in its entirety. 
 
171 qualitative responses to the IDC’s second question in the survey:  “What is the desired 
future state for faculty diversity, equity and inclusion at Northeastern?  Relatedly, what would it 
take to achieve it?” 

Approximately 171 text responses to this question were recorded. To quantify perception 
expressed throughout these responses, this committee sorted all responses according to 
thematic categories and counted the population of each category.  The following categories 
were used, and the percentages recorded in the table below indicate how frequent the category 
appeared among the responses.   

 

Category No.  Responses (%)* 

More diversity in faculty & staff 56 32.7 

Improved culture of respect 40 23.4 

More resources/support to faculty & staff 20 11.7 
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More diversity in student body 13 7.6 

Improved training 11 6.4 

No further action 9 5.3 

No suggestions 8 4.7 

Pay equity 7 4.1 

More diversity or culture change in senior leadership 5 2.9 

More resources/support to students 4 2.3 

More transparency 3 1.8 

Curriculum improvements 2 1.2 

TOTALS 178 104.1 

*Note, percentages do not add up to 100% due to some responses fitting multiple categories. 

The most abundant response, by a significant margin, was calling for a need for more diversity in 
faculty and staff (32.7%).  The responses included several specific requests to continue to hire 
more faculty of color, to strive for the diversity in faculty to match the diversity in the student 
body, and to improve retention of staff who are people of color.  To help achieve this desired 
state, some suggestions were made, including to target and recruit specific people in 
underrepresented groups, and to hire professors of practice from underrepresented groups 
(and not just recruiting faculty from the top universities).  Some responses mentioned the 
positive work by programs such as ADVANCE, but call for more resources and attention to be 
devoted.  Some responses acknowledged this problem is a nationwide problem, but with 
additional time and resources, Northeastern may make significant improvements.  

A need for an improved culture of respect was the second most abundant response (23.4%).  
Some concerns about the current culture included: that applying the principles of equity, 
diversity, and inclusion are not being taken seriously enough in leadership decisions; that not all 
faculty feel valued; that training for DEI issues is not being taken seriously enough; greater 
respect for faculty in non-tenure track positions; that organic discussions and debates on how to 
proceed forward are not happening sufficiently; that leadership does not protect faculty well 
enough from harassment from students; that diverse research methodologies are not 
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recognized fairly, with some tenure-track faculty feel unfairly judged based on their research 
methodology during the tenure evaluation process; and that “productivity” is not fairly defined. 

Another common response was the need for more resources for faculty and staff to better 
address DEI issues (11.7%).  The stated resources in need included: more ideas from senior 
leadership on how to identify and implement changes, more guidance from senior leadership to 
identify immediate priorities, additional funds to make certain changes (e.g. information 
gathering, societal memberships, in-person training, additional staff), additional time to 
implement changes, more degree programs (and associated faculty hires), more education from 
Human Resources, and more opportunities for units to communicate concerns with senior 
leadership.  The need for more training was also explicitly requested in 6.4% of responses.  The 
call for curriculum improvements (and associated resources) was also expressed in 1.2% of 
responses.  

More diversity in the student body was identified as a need in 7.6% of responses.  Suggestions 
to improve student diversity included having specific target numbers for demographics, 
investing in scholarships or financial aid for students from underrepresented groups, recruiting 
from underrepresented geographic areas of the country, improving outreach to high schools 
locally, regionally, nationally, and improving the awareness of and marketing to high school 
students what Northeastern’s degree programs are and how they connect to careers.  

Other concerns shared (<~5% each) included better equity in pay, an improved diversity in 
senior leadership, more resources for students, and overall more transparency in DEI changes 
(including improved accountability) and in senior leadership overall.   

 
(b) determine perceptions of where we are strongest and where there is need for 
improvement 
Based on the HERI survey results, more than half of faculty and staff do see the University’s 
commitment to gender, racial, and ethnic diversity.  A majority also perceive the University’s 
hiring practices are satisfactory for hiring more diverse faculty and staff.  Therefore, one of the 
areas in which the NEU community is strongest is that the majority of the community agrees we 
are currently making progress in DEI issues with faculty and staff, and that a pathway exists for 
making continued improvements.  

However, this observation cannot be separated from the most common concern expressed from 
faculty in the Faculty Senate Survey, which is that our faculty and staff are not diverse enough.  
Positive efforts by the University and senior leadership have been acknowledged, but It is 
recognized that more work is needed to reach any level of satisfaction with DEI issues among 
faculty and staff.  Put plainly, our greatest weakness is insufficient diversity, and the NEU 
community must pursue diversity in future hires.  

From the Faculty Senate Survey (Q7.2), about three-quarters of faculty feel prepared to instruct 
on DEI issues.  This large percentage of faculty and staff feel ready, willing, and able to 
incorporate changes to course content, curriculum, and degree programs to better address DEIJ 
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topics within theory and practice.  It can be considered a strength that our faculty and 
supervisors are committed to engaging students’ needs, to making students feel valued, and to 
making continued adjustments to do so.   

The results from the Faculty Senate Survey also indicated a common sentiment that 
improvements to the University-wide culture are needed.  Several individuals and groups, 
including faculty of color, female faculty, non-tenure-track faculty, and satellite campus faculty, 
all expressed either a feeling of not being heard, an experience of micro-aggression or 
exclusivity, or insufficient support from leadership.  It can be considered a weakness that a 
culture of respect and listening still does not sufficiently exist in some circles. 

 
(c) provide recommendations to improve inclusivity 
Based on the HERI, DEI Climate, and Faculty Senate Surveys, a majority of respondents 
expressed some satisfaction with the administration efforts to improve DEI climate but also 
identified several concerns, issues, and requirements in order to achieve a more satisfactory 
campus climate.  These requirements are summarized in categories below and presented with 
further recommendations and potential units or offices best in position to address these 
recommendations.   
 
Category: Increase diversity in faculty & staff.  
Recommendations: Set strategic, university-wide objectives on the subject of gender and 
cultural diversity.  Identify best practices to improve diversity in faculty hiring, retention, and 
promotion.  Create more uniform criteria for considering DEI issues, diversity advocacy, and 
demographics in the hiring process.  Provide more guidance on job description wording to find a 
better balance between specificity required by administration and broadness needed to attract 
the largest applicant pool.  Consolidate pathways to posting job openings in diverse professional 
organizations.  Improve recognition and rewards for faculty and staff productivity in DEI 
research or advancement.  Invest in faculty research on DEIJ issues.  Expand mentorship and 
support programs for new faculty and staff.  Organize and promote pathways for staff job 
promotions and advancement throughout and across the Northeastern network (as opposed to 
only within departments or colleges).  Further consideration of opportunity hires. Provide 
opportunities for community building and cross-cultural interactions.   
  
Category:  Increase diversity in the student body.  
Recommendations:  Improve outreach to more K-12 schools in diverse communities.  Provide 
more awareness of degree programs and subsequent career paths offered at Northeastern.  
Increase diversity in staff for counseling, advising, and health services.  Commit to and foster a 
more inclusive culture and campus experience.  Invest in initiatives and resources that support 
students with underrepresented and marginalized identities - this includes FirstGen/Low-
Income students. 
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Category:  More diversity / culture change in senior leadership. 
Recommendations:  Provide more opportunities for faculty to convey perspectives to senior 
leadership.  Evaluate current DEI considerations in all senior search committee processes.   
  
Category:  More resources / support to faculty & staff.  
Recommendations:  Provide additional training for faculty and staff to address DEI issues that 
arise in the classroom or student organizations, to help faculty and staff recognize and eliminate 
biases and discrimination, to help faculty instruct on DEI issues within curriculum and course 
material.  Provide examples of successful improvements or best practices to units, faculty, and 
staff.  Provide financial or material support to implement more significant changes.  Provide 
seed grants for diversity and community engagement research and curriculum development.   
  
Category: More resources / support to students.  
Recommendations: Provide training for student leaders to better address DEI issues within 
student groups, explore increased financial aid and on-campus support to underrepresented 
groups, encourage the 5-year 3-coop model to low-income students to help finance their 
education.  
  
Category:  Increased transparency and communications.  
Recommendations: Make information more readily available to units in need.  Foster better 
communication and cooperation between committees at all levels with similar goals.  Create 
and deploy communications artifacts for dissemination.   
  
Category:  Pay equity.  
Recommendations:  Explore means to ensure faculty and staff pay is fair and equitable within 
each department or unit.  Create a means to identify pay imbalances that might be due to 
gender, race, or ethnicity and establish a means of appeal.  One suggestion could be that the 
Provost Office conducts a periodic review/analysis of faculty compensation by gender, race and 
ethnicity to identify any potential disparities. 
  
Category: Building trust.  
Recommendations:  Build more communication avenues (Community Conversations, Town Hall 
Meetings, etc.) at all levels between student body, faculty & staff, and senior leadership, with a 
focus on listening to concerns and identifying paths of action.  Promote awareness of recent 
effective solutions to DEI issues.  Develop and deploy a feedback mechanism that informs DEI 
action planning and future survey administration.  Create a stronger sense of belonging across 
the university.   
 
Category: Curriculum review and assessment.   
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Recommendations:  Provide guidance on how individual faculty can assess their courses and 
how departments can assess their programs in relation to how DEI issues can be better 
addressed.  Guidance could be in the form of helping faculty identify where DEI needs are 
lacking in courses and curriculum, and helping faculty find course materials to supplement their 
teaching of course-related DEI issues.   
 
 
(d) provide feedback on the data collection process in order to efficiently collect, organize and 
communicate data regarding diversity, equity and inclusion (DEI) strategies and initiatives 
going forward. 
The response rates to the HERI survey and the Climate survey were lower than anticipated.  For 
the HERI survey, the participation rate was 51%, and 77.7% of the respondents identified as 
“white”.  For the Climate survey, the overall participation rate was only 14.7% (includes faculty, 
staff/administrators and students); 37% for faculty.  It can be concluded that the responses 
were not fully representative of the NEU community.   
 
The feedback from this committee described below centers on the challenge of improving the 
response rate to surveys and inquiries.  It is possible the relatively modest participation and the 
demographic skew may indicate something about the data collection process.  One sentiment 
expressed by some faculty and students is that there exists some lack of trust in unit leadership 
and senior leadership to listen to concerns and to take timely action.  This sentiment is reflected 
in some survey responses to questions about unit and campus administration in the above 
surveys, and it is also expressed during informal conversations apart from these surveys.  Lack of 
trust likely impacts the University’s ability to collect survey data.   
 
It is the committee’s recommendation that effort is made to strengthen trust within student-
faculty-senior leadership relationships as a first step toward ensuring greater participation from 
the NEU community in assessing campus climate and implementing DEI strategies and 
initiatives.  Specific recommendations include:  

1. Engaging faculty specifically around issues of trust.  Current perceptions of how faculty 
and staff trust higher level administration should be determined, and conversations with 
faculty to address specific concerns should be initiated.  Current perceptions of how 
students trust their immediate unit administrations should also be determined.  
Solutions for improving trust and, concomitantly, communication between students and 
unit administrations should be evaluated.  For example, one solution that some 
departments found successful is creating undergraduate and graduate student councils 
who regularly meet with unit heads to address concerns.   

2. Considering how the ways the administration collects, analyzes, communicates, and 
responds to these data might negatively impact trust between faculty and administration 
and between students and administration.  

3. Identifying units on campus that might be more “trustworthy” and including these units 
within the collecting, analyzing, and presentation of these data.  For example, previously 
mentioned student councils, or unit-led town hall style meetings, may be relevant and 
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valuable resources for improving response rates to surveys, as students may feel more 
comfortable expressing to other students or immediate department administration.  
Simultaneously voicing feedback to trustworthy units and taking anonymous surveys 
may be an effective dual-pronged approach to improve student engagement.   

4. Augmenting how surveys are promoted.  Promoting the need for surveys, and the survey 
links themselves, could be performed by additional means beyond email notices.  A more 
vigorous public relations campaign should be considered.  Additional ways to 
communicate awareness for these surveys and to highlight recent effective 
improvements to our campus climate may be helpful in encouraging participation, and 
should be explored.    

5. Creating a series of charges by the Faculty Senate for a committee to investigate further 
how to assess these issues of trust, campus-wide, and to identify more specific solutions 
to improve trust.    
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CHARGE #2 
Identify a point of contact in each college and other university offices for DEI 
strategies/initiatives. 
 
The IDC has compiled a fairly comprehensive (albeit incomplete) directory of faculty and staff 
who have been actively engaged in a variety of DEI strategies and initiatives across the 
University community.  Link to the Excel document can be found here. 
 

Northeastern DEI Network (as of 2/28/22)  
*Designated College DEI Lead  
Name Title College/Dept 
Regina Sullivan Executive Sr. Assoc Athletics Director Athletics Administration 
Hing Potter Asst. Director, Student Affairs Bay Area Regional Campus 
Jackie Li Director, Student Services Bay Area Regional Campus 
Lorna Hayward Associate Professor; Lecturer Bouve 
Valeria Ramdin Associate Clinical Professor Bouve 
Andrew Orr-Skirvin Clinical Professor & Chair Bouve 
Benita Bamgbade Asst. Professor Bouve 

Margarita DiVall* 

Assoc. Dean for Faculty Affairs, Diversity, 
Equity and Inclusion; Clinical Professor, 
Department of Pharmacy and Health 
Systems Science, School of Pharmacy and 
Pharmaceutical Sciences Bouve 

Carmen Sceppa Dean Bouve 

Michael Gonyeau 

Assistant Dean of Assessment and 
Curriculum and Clinical Professor, 
Department of Pharmacy and Health 
Systems; Senate Agenda Committee Chair Bouve 

Jenny Van Amburgh 
Clinical Professor & Asst. Dean of Academic 
Affairs Bouve 

Cortney Alexander-Doyle Asst. Dean, Student Services Bouve 
Melissa Hagerstrom Director, Undergraduate Enrollment Bouve 
Catherine Hamilton Senior Director Undergraduate Enrollment Bouve 
Tracy Robinson-Wood Professor - Applied Psychology Bouve 

Patricia Davis 
Associate Professor of Communication 
Studies CAMD 

Antonio Ocampo-Guzman 

Chair and Associate Professor, Department 
of Theatre; Program Coordinator for the 
Master's in Creative Practice Leadership CAMD 

Tad Hirsch Professor, Dept. of Art & Design CAMD 
Kate Terrado Asst. Teaching Professor CAMD 
Andrea Raynor Teaching Prof & Assoc. Dean CAMD 
Alex Cabal* Director, Diversity Initiatives & Engagement CAMD 
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Victoria Spies Sr. Campus Planner 
Campus Planning & Real 
Estate 

Diane Ciarletta Director, Career Development Career Development 
Erika Noda NU PLACE Program Asst. Career Development 
Peg Bernhard Assoc. Dean - Campus Administration Charlotte Regional Campus 

John Tobin VP City & Community Engagement 
City & Community 
Engagement 

Richard Harris* 

Asst. Dean, Academic Scholarship, 
Mentoring & Outreach; Director, 
Northeastern University Programs in 
Multicultural Engineering, Diversity 
Programs COE 

Phil Larese-Casanova 
Assoc. Professor, Dept. of Civil & 
Environmental Engineering COE 

Mofei Xu Asst. Coop Faculty COE 

Luis Frias 
Asst. Director, Undergraduate Academic 
Programs COE 

Rachelle Reisberg Asst. Dean, Enrollment & Retention COE 
Claire Duggan Director, Programs & Operations STEM COE 
Amber Watson Asst. Dean, Undergraduate Programs COE 
Gemaers Dorvil Program Coordinator COE 

Jacqueline Isaacs 

Vice Provost for Faculty Affairs and 
Professor, Dept. of Mechanical and 
Industrial Engineering, College of 
Engineering; Associate Director COE & CSSH 

Srinivas Sridhar 

Director, Nanomedicine Innovation Center 
and Nanomedicine Academy; Distinguished 
University Professor of Physics COS 

Randall Hughes* 
Associate Dean for Equity; Professor, Marine 
and Environmental Sciences COS 

Dawn Cisewski Associate Teaching Professor COS 
Latika Menon Associate Professor - Physics COS 
Rebecca Shansky Associate Professor - Psychology COS 
Linda Ayrapetov Asst. Director, Student Programs COS 
Patty Goodman Associate Teaching Professor CPS 

Les Stein 
Asst Teaching Professor, Faculty Lead 
Leadership Program CPS 

Lydia Young Assoc. Teaching Professor, Director, NExT CPS 
Martha Luftus Asst. Teaching Professor CPS 
Earlene Avalon Assoc. Teaching Professor CPS 

Corliss Thompson 
Associate Teaching Professor, Graduate 
School of Education CPS (Charlotte) 
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Mai'a K. Davis Cross 

Assoc. Dean of Faculty Affairs, Diversity and 
Inclusion; Edward W. Brooke Professor of 
Political Science and International Affairs CSSH 

Regine Jean-Charles 

Director, African Studies; Dean's Professor 
of Culture and Social Justice; Professor of 
Africana Studies and Women's, Gender and 
Sexuality Studies CSSH 

Ted Landsmark 

Distinguished Professor of Public Policy and 
Urban Affairs; Director, Kitty and Michael 
Dukakis Center for Urban and Regional 
Policy CSSH 

Lori Lefkovitz 

Ruderman Professor of Jewish Studies; 
Director, Jewish Studies Program; Director, 
Humanities Center; Professor of English CSSH 

Philip Thai 
Associate Professor of History and Asian 
Studies; Director of Asian Studies CSSH 

Uta Poiger Dean and Professor of History CSSH 
Laura Green Professor & Associate Dean CSSH 
Michaela Modica Sr. Coordinator, Undergrad Recruitment CSSH 
Matt Lee Teaching Professor CSSH 

Sally Solomon 
Senior Coord. Of Student Support - Office of 
Student Academic Affairs CSSH 

Britain Grilli-Scott Assoc. Director, Strategic Partnerships CSSH 
Ellen Cushman Professor & Associate Dean CSSH 

Alexander Levering Kern 
Executive Director, Center for Spirituality, 
Dialogue and Service Cultural & Spiritual Life 

Rachel Moo Director, Asian American Center Cultural & Spiritual Life 
Ana Mary Rusch Director, Latinx Student Cultural Center Cultural & Spiritual Life 
Kevin Vetiac Director, LGBTQA Resource Center Cultural & Spiritual Life 

Robert Jose 
Senior Advisor for Diversity and Inclusion; 
Dean for Cultural and Spiritual Life Cultural & Spiritual Life 

Naomi Boase 
Assistant Director, Center for Intercultural 
Engagement Cultural & Spiritual Life 

Richard O'Bryant 
Director, John D. O'Bryant African American 
Institute Cultural & Spiritual Life 

Sara Rivera Asst. Director, Latinx Cultural Center Cultural & Spiritual Life 

Elizabeth Clark 
Assoc. Director - Student Leadership, African 
American Institute Cultural & Spiritual Life 

Soo Laski Asst Director - Spirituality, Dialogue, Service Cultural & Spiritual Life 
Misa Tran Asst. Director - Asian American Center Cultural & Spiritual Life 
Yue Huang Asst. Director - Asian American Center Cultural & Spiritual Life 
Michelle Wallace Asst. Director, LGBTQA Resource Center Cultural & Spiritual Life 
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Marla Baskerville* 
Chief Diversity Officer and Associate 
Professor, Mgt and Org Dev DMSB 

Heather Hauck 
Director, Student Engagement, Affinity & 
Inclusion; Senior Coop Faculty DMSB 

Martin Dias Associate Teaching Professor DMSB 

Arshad Saiyed 
Associate VP of Corporate Partnerships and 
Digital Learning Edge 

Michelle Bernazzani 
Senior Asst. Director, Admissions 
Communication, Enrollment Management Enrollment Management 

Sundar Kumarasamy VP of Enrollment Management Enrolment Management 
Lynn Dornink Director, General Studies Program General Studies 
Jeff Sullivan Assoc. Director - GEO Advising Global Experience Office 
Meisha Swaby Assoc. Director - Program Development Global Experience Office 
Kylie Bemis Asst. Teaching Professor Khoury 

Ben Hescott 
Teaching Professor and Associate Dean of 
Students Khoury 

Laney Strange* 
Director of Broadening Participation and 
Associate Teaching Professor Khoury 

Julie Van 
Asst Director, First Year Programs & Student 
Engagement Khoury 

Jessica Biron Dir., Undergraduate Programs Khoury 
Eric Woods Assoc. Dean of Administration and Finance Khoury 

Dan Cohen 

Dean of Libraries; Vice Provost for 
Information Collaboration; Professor of 
History Library 

Alissa Link Cifone 
Head STEM & Entrepreneurship - Library 
Research & Instruction Library 

Aliza Lakhani Regional CEO and Dean Northeastern in Toronto 
Laura Schumann Assoc. Director - Planning Office of the Chancellor 
Andrew Ginger Special Advisor to the Provost Office of the Provost 
Deb Franko Senior Vice Provost for Academic Affairs Office of the Provost 

Karl Reid 
Senior Vice Provost and Chief Inclusion 
Officer Office of the Provost 

Phil He 
Vice Provost for Faculty Diversity; Professor 
of Criminal Justice Office of the Provost 

Rana Glasgal 
Associate Vice Provost for Institutional 
Research and Decision Support Office of the Provost 

Kim Irmiter Director, Explore Program Office of the Provost 

John Armendariz 
Vice Provost for Institutional Diversity and 
Inclusion OIDI 

Jennifer Schoen 
Director, Opportunity Scholarship and 
Outreach Programs OSOP 

Rach Pozerski Sr. Asst. Director - Residential Life Residential Life 



17  
  

Kellianne Murphy Director, Experiential Learning Roux Institute 
Liz Kohler Senior Director, Partnerships Roux Institute 

Margaret Burnham 

University Distinguished Professor of Law; 
Director, Civil Rights and Restorative Justice 
Project School of Law 

James Hackney Dean and Professor of Law School of Law 
Hemanth Gundavaram Clinical Professor School of Law 
Victoria McCoy Dunkley Asst. Teaching Professor School of Law 
Ebony Clinton Brown Senior Director of Admission Undergraduate Admissions 

Betsy Ludwig 
Executive Director, Women's 
Entrepreneurship, Lecturer University Advancement 

Steve Eccles Regional Dean & CEO Vancouver Regional Campus 
Nadia Mallay Assoc. Dean & Campus Admin Vancouver Regional Campus 
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CHARGE #3 (Peer Institutions) 
CHARGE #3 (Peer Institutions) 
The committee shall work with the Senior Vice Provost and Chief Inclusion Officer to review what 
businesses and competing institutions are doing to facilitate and improve inclusive climate, 
identify best practices, and report recommendations. 
 
The committee found that, in order to examine and compare, it needed a framework from 
which to examine “inclusive climates.” The committee recognized, and discussed, the broadness 
of terminology like “inclusive climate,” which might lead to missed nuances, unexamined biases, 
and echo chambers that resound with agreements and few questions or challenges. Using 
widely accepted definitions, the committee analyzed organizational and institutional action 
plans and initiatives as well as ongoing efforts to increase diversity and to create more equitable 
and inclusive learning and work contexts.   
 
Given the variety of organizations and efforts reviewed, the committee sought definitions of 
inclusivity that offered an umbrella of broad understanding that allowed for contextually-bound 
interpretations.  
 

“…[M]embership on the faculty or in the student body should not be reserved, as it once 
was, to a single group, whether defined by gender, race or ethnicity, religion, economic 
means, those without disabilities, or other personal characteristics” (Stewart & Valian, 
2018, p.9). 

 
“Inclusion: The act of creating environments in which any individual or group can be and 
feel welcomed, respected, supported, and valued to fully participate. An inclusive and 
welcoming climate embraces differences and offers respect in words and actions for all 
people” (Seramount, 2022). 

 
Using the above definitions, the committee reviewed organizations at the national and local 
levels that define inclusive climates in an effort to explore - what makes for an inclusive climate? 
How are businesses, universities, and organizations operationalizing the terminology and goals? 
Do definitions support robust efforts that demonstrate concrete outcomes? What might 
Northeastern University take on and make its own? 
 
Facilitating and improving inclusive climates: A review of businesses’ and peer institutions’ 
efforts  
The committee focused on corporations recognized for efforts that build inclusive climates, 
increase diversity, and seek to impact the future in more just and equitable ways. Moreover, the 
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committee reviewed insights from Seramount, an organization dedicated to increasing diversity, 
inclusion, equity, and access within corporate contexts. Further, to achieve this charge, the 
committee reviewed publicly available materials published on corporations’ websites. The 
businesses reviewed for the purposes of this report included: 

● JLL – ranked #1 on Forbes 2021 Best Employers for Diversity; 2022 Bloomberg Gender-
Equality Index for transparency in reporting; scored 100 on the Disability Equality Index 

● Booz Allen Hamilton – #1 Best Employer for Women 2021; #2 Best Employer for Diversity 
2021; ranked #2 on Forbes 2021 Best Employers for Diversity; ¾ of BAH Board of 
Directors represent diverse populations; majority of leadership team are women and/or 
ethnically diverse 

● Rocket Mortgage 
● Fidelity Investments - scored 100 on the Disability Equality Index 
● SAS 
● Pfizer - scored 100 on the Disability Equality Index 

 
Examining peer institutions with robust DEI efforts allowed the committee to gauge 
Northeastern’s efforts against institutions that share similar contexts, student and faculty 
demographics, and academic standing. The institutions of higher education reviewed included 
those from the Colonial Group as well as other institutions known for their DEI efforts. 
 
Our review and analysis depended on publicly available materials, and the following institutions 
of higher education included: 
 

Boston College Lehigh University Southern Methodist 
University 

University of Miami 

Boston University MIT 
 

Syracuse University 
 

University of 
Michigan 
 

Brandeis University New York University Tufts University University of Notre 
Dame 

George Washington 
University 

Northeastern 
University 

Tulane University Wake Forest 
University 

 
 
Across organizations, corporations, and institutions of higher education, the committee 
determined that the following efforts facilitate and improve inclusive climate efforts. In the 
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following section, the committee outlines generalized efforts that support inclusivity. Following 
this section, the committee highlights bold and best practices.  
 
In each organization, whether for profit or an institution of higher education, stakeholders can 
locate and access visible institutional commitment and accountability reports on progress 
towards inclusivity goals. The CEOs and Presidents of all organizations reviewed issued public 
statements and responses to racially traumatic events, institutional commitment to examining 
practices and protocols that limit under-represented populations, and renewing the institutions’ 
commitments to increasing diversity, equity, and inclusion through formal DEI missions and 
visions. Moreover, publicly available websites reflected that commitment by developing and 
publishing Strategic Plans that outlined actionable goals and regularly updated progress towards 
those goals. At the college and department levels, leadership also developed, evaluated, and 
published Strategic Plan outcomes. Syracuse University, for example, released its draft 5 year 
Diversity, Equity, Inclusion, and Accessibility Strategic Plan for comment and responses. Like 
other organizations, this Strategic Plan outlined core values and a Syracuse framework, defined 
terminology, and developed objectives with implementation strategies and metrics to evaluate 
progress. Further, in Syracuse’s plan, the university published a timeline and milestones to date.  

 
Through annual reporting on progress, organizations demonstrated transparency in 
communication. For example, with the exception of Tulane University, all institutions of higher 
education published annual campus climate surveys. Further, universities evidenced how they 
use data from surveys, focus groups, and evaluation to develop Strategic Plans. Strategic Plans 
also outlined methods by which the organizations will engage with the local community on an 
annual and regularly scheduled ongoing basis. Moreover, both corporations and universities 
reviewed developed action-oriented and measurable objectives towards improving the lives of 
the communities surrounding their sites. These practices also support transparency and 
accountability. 
 
At the center of large-scale efforts, across the universities and the corporations reviewed, 100% 
of organizations invested in offices devoted to DEI work. In corporations, these offices were 
generally found under Employee Resource Groups. Moreover, every organization’s DEI efforts 
were led by a Chief Diversity Officer, a Chief Inclusion Officer (like Northeastern University), 
Directors of Inclusion, or Global Chiefs of inclusion. Investing in departments and roles 
dedicated to implementing diversity and equity action plans further evidences visible 
commitment to meeting goals and diminishing opportunity gaps. The DEI offices, in general, also 
offered workshops and professional development over an extended period of time as a method 
to increase impact and to support individual’s evolving identities and experiences.  Most 
workshops were offered as a series of learning opportunities focused on selected topics 
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connected to Strategic Plans - connecting commitment with accountability and transparent 
communication.  
 
While the IDC addresses the role of mentors in other sections of this report, the committee 
found that, across institutions, formalized mentor programs operated as structural support to 
retain under-represented people within the workforce - whether at the university for faculty or 
as part of pathway programs, robust DEI efforts included mentoring. Moreover, affinity groups 
run by and for under-represented people also offered mentoring and supportive systems aimed 
at retention and expansion of perspectives within an organization. For example, Boston 
College’s University Affiliates Program, housed within the AHANA office, connects BIPOC staff 
with professional development and BIPOC mentors. Similarly, Fidelity Investments offers a 
variety of professional development through their Belong Inclusion Programs. Across 
organizations, efforts aimed at retention are also connected to recruiting and partnership 
strategies to increase diversity across sectors, including leadership and Boards of Directors. The 
committee identified one local example in Boston University’s Faculty of Color Recruitment 
Committee, which serves as a safe space for faculty applicants of color to ask hard questions 
about the experiences of being Black or Brown in Boston. Finally, across all organizations, 
retention and support systems, intentional hiring practices, evaluation and reflection, served as 
multi-pronged efforts to meet Strategic Plan goals.  

 
During the committee’s review of peer institutions and organizations with robust DEI strategies, 
bold and promising practices revealed systemic approaches aimed at improving inclusive 
climates.  Below, the committee offers examples and links to organizational efforts.  
 

Visible 
institutional 
commitment & 
accountability 

University-level and corporate leadership statements and Strategic Action 
Plans carried throughout the organizations. At the college and 
departmental levels, the committee analyzed practices of  publishing, 
evaluating, updating and reporting on Annual Strategic Plans. The plans 
and reporting made use of organizational metrics and were benchmarked 
against Strategic Plan of organization. For example, the University of 
Michigan’s  Campuswide & Unit Plans evidences the commitment of the 
whole by supporting the foundational work of each department and 
college. Moreover, this evidences the University’s financial investment in 
their efforts towards inclusivity.  
 
This inclusive-oriented infrastructure can be found across organizations. 
Of the organizations reviewed, every unit of the organization was 
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required, beyond offices devoted to DEI, to document actions 
demonstrating DEI commitment through policies and protocols. Tulane 
University’s Building Naming Task Force illustrates one method of 
reflection and action. Similarly, universities and corporations committed 
to hiring diverse vendors, suppliers, and diverse service providers. One 
exemplar, JLL, holds an annual Supplier Diversity Executive Summit, and 
Fidelity Investments, a member of the Boston Chamber of Commerce’s 
Pacesetters initiative, committed to Supplier Diversity through 
intentional, and increased, spending with minority-owned businesses.   

Frameworks & 
Toolkits 

Each organization developed and published unique, action-oriented 
Frameworks that align with metrics and evaluation tools. These 
frameworks included macro and micro levels of action, evaluation, and 
reflection. The committee found one illustration of context-specific 
frameworks in Wake Forest University’s RIDE Framework, which offers 
guiding questions and action planning resources to support 
implementation of Strategic Plans.  
 
Further, organizations developed and published action-oriented Toolkits 
that operationalize the institutional frameworks. These toolkits also 
provided shared definitions of terminology in order to contextualize 
measurement as well as instruments to measure outcomes. The 
University of Michigan publishes  their DEI 1.0 Evaluation Toolkit - 
offering domain-specific checklists, timelines, and working definitions. 

Transparency in 
communication 
& power of 
position 

Several of the reviewed universities acknowledge the role of higher 
education in sustaining and reproducing systemically racist and 
oppressive practices. To that end, the public-facing communication of 
Tulane University, A Plan for Now Update, describes the historic role of 
the institution and the impact it has had on its community and citizens. 
Further, Syracuse University publishes concerns across stakeholder 
groups. Moreover, Syracuse continues to update efforts and outcomes 
through their website - Student Concerns and Progress report on student 
concerns. In both instances, these institutions demonstrate listening to 
their constituents, valuing diverse perspectives, and taking action where 
action is needed. Organizations also recognize the power of their 
standing and the influence of its voice. In efforts to leverage that power 
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and influence, organizations now produce podcasts, videos, storytelling, 
intercultural and identity-based dialogues. 

Engagement with 
local 
communities 

Across all institutions reviewed, universities and corporations engage 
with their local communities on a regularly scheduled and ongoing basis 
with short-term and long-term goals. Considering positionality and power 
are critical to these outreach efforts. Higher education exemplars include 
the methods that the University of Michigan uses to engage with their 
stakeholders through a Conversations Series.  
Tufts University organizes opportunities for learning, enrichment, 
discussion, and professional development to community members. For 
example, during Black History Month, Tufts University is streaming  Black 
History, Black Freedom & Black Love (masterclass.com) for public access.  
Finally, almost all organizations host or sponsor annual events aimed at 
DEI - Summits, Weeks, Conferences, and Festivals that include local 
stakeholders.  The University of Notre Dame holds a Social Concerns Fair 
that connects community-based organizations with ND faculty, staff, and 
students.  

Recruiting & 
retention  

Each organization makes some sort of investment into the human capital 
part of DEI. The reviewed entities fund Fellowships, engage in corporate 
giving, and offer scholarships devoted to research, teaching, and 
development of DEI, for BIPOC, for LGBTQA+ peoples, and women across 
all demographics. Currently, Boston University invested in a new 
opportunity -  Designing Antiracism Curricula Fellowship Program, which 
works with faculty to intentionally deconstruct their courses and 
pedagogy with guidance and facilitation.  
 
Although common in corporate contexts, formalized sponsorship does 
not seem to exist in higher education. Fidelity’s sponsorship program 
aims to increase visibility and develop advocates for under-represented 
populations with the goal of improving rates of promotions and job 
mobility. 
 
Finally, most organizations invest in developing a variety of pathways for 
under-represented peoples. At JLL, a variety of talent networks support 
and develop employees, future employees, and more diverse candidates.  
Rocket Community Fund also offers a variety of internships, camps, and 
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access to resources to local young people - thereby creating a pathway 
towards opportunity.   

 
Report recommendations 

● Focus on human-centered strategies, research, actions, and reflection that account for 
the experiences, perspectives, and strengths of all stakeholders. 

○ This includes intercultural and affinity groups that span differences as well as 
offering opportunities for identity-aligned conversations. 

● Develop and publish a Northeastern DEIAJ Framework 
○ Include:  

■ Add Action and Justice to the Framework that is NU specific 
■ Offer working definitions of terminology 
■ Develop toolkits to support planning, action, evaluating, reflecting 
■ Develop Strategic DEIAJ (Diversity, Equity, Inclusion, Action, and Justice) 

action plans at macro and micro levels 
■ Hold leadership at all institutional levels accountable for outcomes and 

meeting goals 
● Transparency in communication across domains  

○ Publish data from climate surveys without fear. Be brave and bold - owning NU’s 
impact on Boston.  

○ Further - evidence our footprint in localities - Charlotte, Seattle, Toronto, 
Oakland, Silicon Valley. Evidence how Northeastern engages with the community 
& with regards to sustainability.  

○ Much of our internal and external work is siloed. Share out what faculty, staff, 
students, centeres, and institutes do to positively impact their locations’ 
communities. This includes owning and reflecting on how Northeastern has 
impacted, negatively and positively, our neighborhood in Boston.  

○ Utilize the power of Northeastern for underserved, under-represented 
communities both globally and locally.  

● Recruiting and retention 
○ Given the affiliation and alignment with industry across Northeastern, formalize 

Sponsorship opportunities that lift and elevate folx who may not have 
opportunity otherwise.  

○ Offer formalized mentoring programs that support both the mentor and the 
mentee in culturally sustaining methods. 

 
Link to spreadsheet:  https://docs 
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CHARGE #4 (Northeastern Initiatives) 
The committee shall collaborate with the Senior Vice Provost and Chief Inclusion Officer and 
liaise with the existing college DEI workgroups to identify, provide recommendations, and 
promote:  
(a) specific diversity and inclusion initiatives which are being undertaken within each college   
(b) mentoring and professional development opportunities for women and minority faculty  
(c) short-and long-term goals for improving inclusion and diversity among faculty 
 

a) Data collected in 2020 and 2021 identified over 200 DEI-related initiatives across all nine 
colleges within the NU system (link to spreadsheet). Nearly one quarter of these 
activities fell under the “Recruitment” category, with an overarching goal of increasing 
URM populations on campus at both student and faculty levels. These efforts included 
outreach to HBCUs and Community Colleges, funded summer research experience 
programs, faculty searches explicitly targeting URM candidates, and re-evaluation of 
admissions rubrics and hiring criteria, among others. Approximately 30 initiatives fell 
under the category of “Engagement,” and included the formation of mentoring 
programs for students, faculty, and staff, and providing resources for students to 
connect with campus organizations that focus on DEI efforts (e.g. Students Against 
Institutional Discrimination). Another 25 efforts were categorized as “Events,” which 
included primarily one-time events such as webinars, invited speakers, roundtable 
discussions, and workshops on topics such as anti-racism, police brutality, the War on 
Drugs, decolonization of arts and media, and racial equity in health and medicine. One 
final well-represented initiative was the formation or designation of DEI committees (all 
colleges except CPS and SOL) and/or formal DEI administrators (Bouvé, CAMD, CSSH, 
COS, SOL).  

b) Several colleges reported faculty mentoring activities either in place or that they had 
plans to implement faculty mentoring in the future. However, there were no reported 
mentoring activities that specifically addressed the unique needs of women and minority 
faculty.  

c) We see three primary areas that are lacking and should be improved moving forward if 
diversity and inclusion efforts are to be effective in the long run:  

i) Faculty mentoring: Based on the report prepared by the Faculty Development 
committee (Appendix, see also charge #6), there is at least some effort to provide 
mentoring to pre-tenure faculty in all Colleges. However, neither this report nor 
the data collected by the Senior Vice Provost and Chief Inclusion Officer suggest 
that the colleges or departments recognize the unique challenges that women 
and URM faculty face in academia, and that successfully navigating these 
challenges requires more customized mentoring. We recommend that all female 
and URM faculty be provided with a diverse team of mentors who are selected 
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based on their ability to provide specific insight in this regard. Depending on the 
demographics of a given faculty member’s department, this mentoring team may 
need to include mentors from outside the mentee’s department, or even outside 
Northeastern altogether.  

ii) Funding: Maintaining an academic environment that promotes inclusion and 
diversity requires long-term financial commitments to ensure that URM faculty 
are both professionally successful and feel valued by the institution. Beyond 
recruitment efforts, there is very little evidence in the report that the Colleges 
recognize the need for such substantial financial investments. Only SOL reported 
the creation of a dedicated fund to support DEI-related activities. All colleges 
should follow this example. Other examples of such financial commitments could 
include: 1) making the CAMD Grant Program for Research on Social Justice a 
yearly opportunity; 2) creation of grant funding in other colleges (e.g. COS, 
Bouvé) to support research in racial health disparities; 3) establishing permanent, 
recurring discussions and seminar series across the university that focus on DEI-
related issues; 4) providing funds for URM faculty to attend off-campus 
professional development workshops, conferences, or DEI-focused events.  

iii) Benchmarks/Accountability: Very few Colleges reported having a system in place 
to track and share their progress in ongoing or planned DEI activities. The only 
example of such an effort comes from COS, whose website has an EDIJ 
dashboard, containing fairly comprehensive charts of individual action items 
(starting mid-2020) and their proposed timelines. Transparency and 
accountability in DEI efforts is a key feature in demonstrating commitment to 
improving inclusion and diversity on campus, and we recommend that all colleges 
create similar dashboards to share progress in their individual initiatives.  
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CHARGE #5 
In collaboration with college-wide DEI workgroups, the Faculty Development Committee and 
the Senior Vice Provost and Chief Inclusion Officer, identify methods and best practices to recruit, 
retain and advance a faculty population that represents the University’s overarching diversity 
goals and increasingly diverse student population. 
 
Background Information  
 
The following table compares Northeastern University’s figures for full-time faculty, by 
race/ethnicity, with numbers from the National Center for Educational Statistics, and the most 
recent national census: 
 

Race/Ethnicity National 
Colleges/University 

(2018 figures)  

Northeastern University  
(2020 figures) 

U.S. Population 
(2020 U.S. 

Census) 
African 

American 
5.5% 4.43% 14.2% 

Asian 10.2% 7.25% 7.2% 
Hispanic 5% 3.15% 18.7% 
Native 

American 
<1% <1% 2.1% 

 
 
Recommendations for Recruiting and Hiring Minority Faculty 
The following are designed to support Northeastern University’s efforts for improving minority 
faculty hiring practices and to directly support many of the findings in charge #1: 

● Northeastern University will formally commit, in accordance with its “Blueprint for 
Inclusion,” presented to the Faculty Senate by Dr. Karl Reid, to seek a full-time minority 
faculty population that more closely aligns with national demographic figures. 

● Existing faculty within the university will be actively engaged in the process of recruiting 
minority faculty. 

o Each college’s human resource unit will ask their respective faculty to provide 
names of qualified minority academics they know and collaborate with at other 
institutions. 

o HR units will ask existing faculty to identify minority candidates they meet at 
conferences that should be recruited.  

● Prior to advertising for a faculty position, each college’s HR department will provide the 
assigned search committees with: 

o  An update on the demographic breakdown within their college; and 
o  A reminder of the university’s diversity goals. 

● Faculty search committee members will be required to attend implicit bias training. 
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● Faculty search committee members will need to demonstrate their support for diversity 
and inclusion: 

o Nominees will be considered for assignment to the faculty search committee only 
if they can demonstrate a commitment to the university’s fundamental DEI 
policies.  

o Faculty search committee members will be asked to express their thoughts about 
diversity, equity, and inclusion prior to the first meeting. 

● Search committees will be required to attend training in diversity hiring practices. 
● Diversity will be established, with guidance from HR, as a criterion for identifying 

candidates to be interviewed, i.e., no less than X% of formal interviews for faculty 
openings will include minorities.  

● HR will craft inclusive job advertisements using specific language that encourages 
minorities to apply (refer to examples in EAB report as they apply to UCLA and Marcus 
College job advertisements). 

● During the hiring process, place greater weight on candidates’ diversity statements. 
Make this an integral part of the formal interview process as well.  

● Deans will be asked to monitor the number of minority candidates offered interviews. 
● Faculty search committees will re-evaluate their search process if the top three or four 

candidates do not include a minority candidate. 
● The University will provide resources for outreach and recruitment at historically black 

colleges (HBCs) and other institutions that serve under-represented populations. 
 
 
Recommendations for Retaining Minority Faculty 
Consider the following steps for improving the retention of minority faculty members: 

● HR will provide all promotion boards with updated information about their respective 
college’s minority figures. 

● Minority faculty members will be offered support that specifically addresses promotion 
and tenure opportunities.   

● HR will provide the collective faculty of each college with an annual update/report on its 
progress toward meeting the college’s minority hiring and retention goals. 

● Each college will conduct mandatory annual faculty meetings to address issues of 
concern to minority faculty members. 

● Minority faculty will be offered mentorship that helps them navigate the many 
challenges facing minority faculty in an academic institution.   

● Each college will schedule annual focus group sessions, for minority faculty, to offer 
them an opportunity to discuss any concerns they may have. 

● The university will conduct a thorough annual or biennial review of faculty salary and 
rank, focusing primarily on any imbalances that may be impacting minority and other 
under-represented groups.  The results of this review will be provided to the faculty 
senate first, followed by distribution to the faculty in general.  
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Supporting Documents: 
EAB report, titled Instilling Equity and Inclusion in Departmental Practices: Guiding Faculty 
Recruitment and Retention (2017) 
Ten Ways To Retain Faculty of Color by Marybeth Gasman (Jun 21, 2010) 
https://www.diverseeducation.com/opinion/article/15091919/tenways-to-retain-faculty-of-
color 
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CHARGE #6 
In collaboration with the Faculty Development committee, evaluate mentorship structures and 
processes across colleges and make recommendations regarding best practices that could be 
adopted university wide, with specific reference to the identification of multiple mentors and the 
development of diverse mentoring networks. 
 
The Faculty Development committee collected information on mentoring practices across the 
Colleges (Appendix D). The Colleges varied widely with respect to formal mentoring strategies. 
While some (COE, COS) leave mentoring practices entirely up to the individual departments, 
others (Bouvé, CSSH) have comprehensive plans in place that address the mentoring needs of 
faculty at both pre- and post-tenure career stages. In particular, the Bouvé mentorship policy is 
especially well thought out and includes specific expectations for both mentors and mentees, 
links to outside resources on mentoring best practices, and plans for oversight by unit heads and 
Deans. We recommend that all Colleges implement the Bouvé policy and adapt as needed to 
ensure equitable, structured, accountable mentorship across the University.  
That said, as we note in charge #4, no College’s mentoring plans acknowledge the unique 
mentoring needs of women and URM faculty. Recognition of the additional challenges faculty in 
these groups may face is critical to supporting a diverse campus. Therefore, in addition to the 
nicely laid-out plan described in the Bouvé policy, we recommend that a mentoring team 
approach is taken with faculty that belong to these groups, with special care taken to ensure the 
mentoring team itself can provide diverse perspectives relevant to the experiences of women 
and URM faculty. 
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APPENDIX A 

 

2019 - 2020  HERI Faculty Survey   
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APPENDIX C 
Faculty Senate Survey Data: Fall 2021 
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APPENDIX D 
Mentoring Practices Across Colleges 
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