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Introduction 
IN THE SPRING OF 2021,  CAÑADA COLLEGE LAUNCHED AN EFFORT TO DETERMINE HOW THE

COLLEGE COULD EFFECTIVELY INCORPORATE EQUITY,  INCLUSION, AND ANTI-RACISM IN ITS

NEW, 5-YEAR EDUCATIONAL MASTER PLAN (EMP) FOR 2022-27.  THE COLLEGE COMMISSIONED

RACIAL AND EQUITY CONSULTING FIRM ÁSE POWER CONSULT LLC (ÁPC) TO CRITICALLY EXAMINE

THE IMPACT OF RACIAL AND CULTURAL BIAS ON INSTITUTIONAL SYSTEMS. AS PART OF THIS

EXAMINATION, ÁSE POWER CONSULT WOULD PROVIDE RECOMMENDATIONS ON HOW THE

COLLEGE CAN INTEGRATE INTERNAL STAKEHOLDER DATA REPRESENTED IN THIS REPORT TO

FURTHER THE COLLEGE'S GOAL OF BECOMING AN ANTI-RACIST INSTITUTION.

 THE RESULTS OF ÁPC'S ASSESSMENTS REVEALED A NEED FOR A MORE CONSISTENT COMMITTED

ACTION PLAN FOR DIVERSITY,  EQUITY,  AND INCLUSION (DEI)  INTEGRATIONS ACROSS MULTIPLE

SYSTEMS WITHIN THE COLLEGE. THE REPORT ALSO UNCOVERED A SINCERE COMMITMENT FROM

EMPLOYEES AND STAFF TO FOSTER A CAMPUS ENVIRONMENT WHERE EMPLOYEES AND

STUDENTS FEEL SAFER,  INCLUDED, AND REPRESENTED. ALTHOUGH RESPONDENTS IDENTIFIED

MULTIPLE DEI BARRIERS ACROSS INSTITUTIONAL SYSTEMS, THEY ALSO IDENTIFIED VARIOUS

PROGRAMS AND INITIATIVES ON CAMPUS THAT PROVIDED ACCESSIBLE AND EQUITABLE

OPPORTUNITIES FOR HISTORICALLY MARGINALIZED GROUPS.  



METHODOLOGY

L is ten ing  Sess ions

ÁPC conducted  two l i s ten ing
sess ions  for  s tudents ,  two for
facu l ty ,  and  two for  c lass i f ied
staf f .  These  sess ions  prov ided
part ic ipants  wi th  an  opportun i ty
to  pract ice  empath ic  connect ion
and ref lect  upon the  var ious
ways  in  which  they  perce ived
they  are  seen ,  heard ,  and
represented  on  campus  as
members  of  the i r  rac ia l  and
cu l tura l  g roup .  A  l i s ten ing
sess ion  i s  an  empathy-centered
conversat ion  too l  that  a l lows
stakeholders  to  prov ide  greater
ins ight  into  how Cañada  Col lege
can generate  DEI  resources
across  mul t ip le  p la t forms and
departments .  L i s ten ing  sess ions
were  not  v ideo recorded to
pract ice  a  h igher  leve l  of  safety .

METHOD 1 METHOD 2 METHOD 3

Cultura l  Audi t  

ÁPC worked wi th  representat ives
f rom admin is t rat ion ,  facu l ty ,  and
staf f  to  deve lop  an  anonymous
survey  of  a l l  employees  to  assess
how rac ia l  and  cu l tura l  b ias
impacts  d iverse  s takeholders
with in  the  Col lege .  The  aud i t  was
gu ided ,  in  par t ,  by  the
Bloomsburg  Univers i ty  Campus
Cl imate  Survey  and an  add i t iona l
assessment  created  by  the
Minor i ty  Inc lus ion  Pro ject .
Cons is t ing  of  32  quest ions ,  the
inst rument  cons is ted  of  pr imar i ly
mul t ip le-cho ice  and L iker t  sca le
components .  S tudents  were  not
surveyed as  par t  of  the  cu l tura l
aud i t  s ince  they  were  surveyed
by the  Nat iona l  Assessment  of
Col leg iate  Campus  C l imates
(NACCC)  in  the  spr ing  of  2021.

Interna l  Equ i ty  Scan  

The f ina l  eva luat ion  method was
an interna l  equ i ty  scan ,  which
invo lved rev iewing  Cañada
Col lege 's  ex is t ing  ef for ts  to
create  a  cu l ture  of  equ i ty  and
ant i - rac i sm that  ach ieves
equi tab le  educat iona l  outcomes
for  s tudents ,  c lass i f ied  s taf f ,  and
facu l ty .  To  complete  th is  scan ,
Áse  Power  Consu l t  worked wi th
admin is t rators ,  c lass i f ied  s taf f ,
facu l ty ,  and  s tudents  to  ident i fy
ind iv idua ls  f rom each
const i tuency  f rom d iverse
backgrounds  to  part ic ipate  in  20-
40 minute  interv iews .  27
ind iv idua ls  par t ic ipated  in  the
scan ,  and  we conducted  a  s ing le
group interv iew with  the  Student
Serv ices  P lann ing  Counc i l .

https://intranet.bloomu.edu/documents/strategic/ClimateSurvey.pdf
https://www.thoughtpartnersolutions.com/
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KEY FINDINGS
LISTENING SESSIONS INTERNAL EQUITY SCAN

CULTURAL AUDIT 

71.6% of  a l l  admin is t rat ion ,  facu l ty ,  and  c lass i f ied  s taf f  exper ienced b ias  interact ions  dur ing  the i r  tenure .
Near ly  ha l f  of  a l l  employees  be l ieve  that  system barr iers  ex is t  wi th in  the  Col lege  or  department .

C lass i f ied  s taf f  i s  near ly  24% more  l ike ly  to  conf i rm b ias  exper iences  than  facu l ty  and over  30% more  l ike ly  than  admin is t rat ion .  
Facu l ty  and admin is t rators  were  more  l ike ly  than  c lass i f ied  s taf f  to  pos i t ive ly  v iew the  Col lege 's  prov is ions  to  ind iv idua ls  wi th  phys ica l ,  menta l ,  and  medica l  d i sab i l i t ies .
C lass i f ied  s taf f  unan imous ly  agree  that  the  Col lege  requ i res  an  improved process  for  reso lv ing  race ,  cu l ture ,  e thn ic i ty ,  gender/gender  ident i ty ,  access ,  and  inc lus ion-re lated  i ssues .  In  contrast ,
on ly  19 .6% of  a l l  o ther  employees  concur .

Affect ing  as  much as  35% of  the  tota l  employment  base ,  rac ia l/ethn ic i ty  b ias  was  reported  by  near ly  ha l f  of  a l l  members  exper ienc ing  part ia l i t ies  in  the i r  tenure .
White/European Ancestry/Non-Hispan ic  employees  are  least  l i ke ly  to  perce ive  b iases  of  any  k ind .  Converse ly ,  75% of  Hispan ic/Lat ino/a/x  and 65% of  mul t i - rac ia l  or  b i rac ia l  employees  have
been sub ject  to  pre jud ic ia l  t reatment .
28 .3% of  non-whi te  employees  be l ieve  that  the  Col lege  of fers  protect ion  or  intervent ions  for  rac ia l  and  cu l tura l  b iases .
White/European Ancestry/Non-Hispan ic  employees  are  over  30% less  l i ke ly  than  a l l  o ther  races/ethn ic i t ies  to  fee l  pressured  to  perform beyond the i r  scope of  employment .  
Less  than  ha l f  of  a l l  non-White/European Ancestry  employees  fee l  as  i f  Cañada  Col lege  i s  tak ing  the  necessary  s teps  to  become ant i - rac i s t .

Gender  ident i ty  i s  the  second lead ing  cause  of  d i scr iminat ion  amongst  the  employment  base .
As  much as  100% of  a l l  non-b inary  and 75 .4% of  a l l  female  employees  have  been exposed to  d iscr iminat ion ,  on ly  61 .1% of  ma les  fa l l  w i th in  the  same category .
Homosexua l  and  pansexua l  ident i f ie rs  a re  26 .2% more  l ike ly  to  be  sub ject  to  par t ia l i t ies  than  other  sexua l  or ientat ions .  (Gender  ident i t ies  and sexua l  or ientat ion  were  exp l ic i t ly  referenced
with in  the  cu l tura l  aud i t  assessment . )
Females  are  near ly  25% less  l i ke ly  than  male  and non-b inary  employees  to  pos i t ive ly  v iew verba l  and  wr i t ten  language  inc lus iv i ty .

Employees  are  commonly  unaware  of  intervent ions  to  prevent  or  address  d iscr iminatory  acts  on  campus .
Just  over  30% of  a l l  admin is t rators ,  facu l ty ,  and  s taf f  fee l  there  i s  t ransparency  in  recru i t ing  and reta in ing  a  d iverse  employment  base .
Less  than  one-quarter  of  a l l  employees  be l ieve  that  DEI- re lated  onboard ing  ef for ts  for  new facu l ty  and s taf f  a re  suf f ic ient .
The  vast  ma jor i ty  of  admin is t rat ion ,  facu l ty ,  and  s taf f  a re  unaware  of  any  at tempt  to  gather  feedback  f rom ex is t ing  facu l ty ,  s taf f ,  or  s tudents .

Key  F ind ings

Bias  interact ions ,  both  impl ic i t  and  expl ic i t ,  s ign i f icant ly  impact  the  work ing  envi ronment  of  Cañada  Col lege  employees .

Percept ion  of  d ivers i ty ,  equ i ty ,  and  inc lus ion  var ies  among work  c lass i f i cat ions .

Race  and  ethnic i ty  dramat ica l ly  a l ter  the  c l imate  of  employment  at  Cañada  Col lege .

Gender  and  sexua l  or ientat ion  d i f ferences  create  vary ing  exper iences  at  Cañada  Col lege .

Communicat ion  of  d ivers i ty ,  inc lus ion  and  equi ty-re lated  i ssues  needs  improvement .
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KEY FINDINGSLISTENING SESSIONS 

The in i t ia l  l i s ten ing  sess ion  for  s tudents  revea led  a  des i re  for  more  connect ions  on  the  phys ica l  and  v i r tua l  campus .  Addi t iona l ly ,  s tudents  ind icated  a  need for  more  investment  in  cu l tura l
sens i t iv i ty  and competency  when s tudents  of  co lor ,  spec i f i ca l ly  B lack  s tudents  wi th  intersect ing  rac ia l/ethn ic  ident i t ies ,  speak  to  the i r  ind iv idua l  and  co l lect ive  exper iences  as  people  of  co lor .  

Re-examine  ear ly  access  opportun i t ies  for  s tudents  and deve lop  accountab i l i ty  protoco ls  for  address ing  exp l ic i t  and  impl ic i t  b ias .  
Invest  in  opportun i t ies  for  s tudents  to  ref lect  on  rac ia l  and  cu l tura l ly  b iased  exper iences  wi th  each  other .
Invest  in  opportun i t ies  for  s tudents  to  bu i ld  community  connect ions  and s tudent  ambassadors  to  learn  how to  nav igate  the  Col lege 's  systems .  

Due to  h igh  admin is t rator  turnover ,  there  i s  an  impl icat ion  of  genera l  d i s t rust  of  the  admin is t rat ion 's  ab i l i ty  to  de l iver  on  pro jected  goa ls  and  bu i ld  meaningfu l  connect ions  wi th  c lass i f ied  s taf f .  
Respondent  l i s ten ing  sess ion  and interna l  equ i ty  scan  data  revea led  a  s incere  commitment  to  cu l t ivat ing  las t ing  connect ions  wi th  each  other  and an  expressed  commitment  to  prov id ing  serv ices
for  s tudents  desp i te  f inanc ia l  and  s taf f ing  shortages .
Severa l  c lass i f ied  s taf f  members  ident i fy ing  as  B lack ,  Ind igenous  People  of  Co lor  (B IPOC) ,  spec i f i ca l ly  as  B lack  in  Amer ica ,  expressed  deep concerns  over  the  s incer i ty  of  the  Co l lege 's
commitment  to  prov id ing  a  susta ined budget  and s taf f ing  support  for  incoming  programs l ike  UMOJA.  C lass i f ied  s taf f  expressed  concerns  about  the  Col lege 's  commitment  to  invest ing  in
authent ic  s t rateg ies  that  increase  rea l i s t i c  access  po ints  between B lack  communit ies  and Cañada  Col lege .  

Facu l ty  mainta in  genera l  respect  for  co l leagues  and apprec iate  the  capac i ty  of  facu l ty  members  to  prob lem so lve  amid  mul t ip le  outs ide  barr iers  such  as  Cov id-19 ,  v i r tua l  learn ing  barr iers ,  and  a
lack  of  support ive  resources  for  s tudents  that  requ i re  more  accommodat ions  and f inanc ia l  support .  
Respondents  have  a  s incere  commitment  to  s tudent  safety ,  which  was  expressed  across  l i s ten ing  sess ions .  Facu l ty  members  expressed  concerns  over  prov id ing  s tudents  f rom URM groups  wi th
the  support  needed to  succeed on  the i r  terms  wi th in  the  co l leg iate  system.  Facu l ty  def ined  spec i f i c  support  ef for ts  as  language  accommodat ions ,  accommodat ions  for  s tudents  wi th  d isab i l i t ies ,
f lex ib i l i ty  in  c lassroom ass ignment  dead l ines ,  increased access  to  facu l ty  and counse l ing  serv ices  of f ice  hours ,  and  support ive  soc ia l  systems such  as  hous ing ,  ch i ld  care ,  menta l  hea l th ,
immigrat ion  serv ices ,  and  f inanc ia l  a id .  
Respondent ' s  l i s ten ing  sess ion  data  revea led  a  s incere  des i re  for  connect ing  wi th  co l leagues  to  bu i ld  community  and prov ide  profess iona l  and  persona l  support  i f  needed.  

Students

Key Takeaways :  

Class i f ied  Staf f

Approx imate ly  17  c lass i f ied  s taf f  members  at tended the  f i r s t  l i s ten ing  sess ions ;  we est imated  15 fu l l - t ime s taf f  and  2  part - t ime s taf f  members  at tended.  Part ic ipants  in  the  f i r s t  sess ion  expressed  a
need for  more  t ransparency  and accountab i l i ty  wi th in  the  admin is t rat ion .  Approx imate ly  5-10 c lass i f ied  s taf f  members  at tended the  second sess ion .  The  second sess ion  invest igated  how the  Col lege 's
miss ion ,  v i s ion ,  and  va lues  resonate  wi th  c lass i f ied  s taf f  exper iences .  C lass i f ied  s taf f  members  expressed  concerns  regard ing  the  negat ive  impact  of  increased work  and how the  lack  of  safe  spaces  for
underrepresented  minor i ty  (URM)  groups  impacted  the i r  capac i ty  to  remain  mot ivated  in  the  workp lace .  B lack  ident i f ied  s taf f  members  shared  deep ly  about  the  impact  that  the  k i l l ings  of  unarmed
black  people  had  on  the i r  sense  of  psycho log ica l  and  phys ica l  safety .  

Key  Takeaways

Facul ty  

Approx imate ly  10-20 facu l ty  members  at tended the  f i r s t  l i s ten ing  sess ion .  I t  i s  important  to  note  that  admin is t rators  were  present  in  breakout  rooms for  the  f i r s t  facu l ty  l i s ten ing  sess ion ,  potent ia l ly
impact ing  responses .  Facu l ty  members  communicated  needs  and concerns  echoed by  c lass i f ied  s taf f ,  such  as  the  need for  more  s taf f ,  c ross-departmenta l  and  admin is t rat ive  representat ion  f rom
underrepresented  minor i ty  groups ,  and  psycho log ica l ly  safe  spaces  to  express  concerns  and bu i ld  community  connect ions  wi th  co l leagues .
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Employees  expressed  genera l  sat i s fact ion  wi th  Cañada  Col lege 's  ant i - rac i sm
tra in ing  and learn ing  ant i - rac i sm goa ls .  
Employees  des i red  increased access  to  cu l tura l  competency  workshops  and
ant i - rac i s t  workshops .  Severa l  respondents  wanted the  workshops
mainta ined through the  year  or  semesters .  
Employees  expressed  concerns  that  profess iona l  deve lopment  t ra in ing
would  be  less  impactfu l  i f  ant i - rac i sm and cu l tura l  competency  t ra in ing
were  not  operat iona l i zed  across  the  Col lege 's  systems .  
Respondents  expressed  the  need for  ded icated  s taf f  respons ib le  for
deve lop ing  the  Col lege 's  F lex  Day  and profess iona l  deve lopment  p lann ing
and coord inat ion .  

Key  f ind ings  by  the  in te rna l  sys tem assessed  a re  l i s ted  be low.

Profess iona l  Development

Severa l  c lass i f ied  s taf f  ident i f ied  uncompensated  labor  and inequ i tab le  schedul ing
of  profess iona l  deve lopment  opportun i t ies  as  a  s ign i f i cant  barr ier .  S taf f  expressed
frust rat ion  wi th  profess iona l  deve lopment  opportun i t ies  that  d idn ' t  a l ign  wi th
c lass i f ied  s taf f  schedules .  Severa l  respondents  across  c lass i f i cat ions  des i red
mandatory  cu l tura l  competency  and ant i - rac i sm t ra in ing  for  a l l  Cañada  Col lege
employees .  

Key  Takeaways

 

Severa l  s tudent  leaders  descr ibed  part ic ipatory  governance  as  a  product ive  system.
However ,  s tudent  leaders  d id  ind icate  that  par t ic ipatory  governance  cou ld  be  improved
by deve lop ing  more  access  po ints  for  the  genera l  s tudent  populat ion  to  part ic ipate  in
the  part ic ipatory  governance  process .  
A  major i ty  of  c lass i f ied  s taf f  and  facu l ty  members  interv iewed expressed a  des i re  for
part ic ipatory  governance  to  operate  wi th  less  bureaucrat ic  procedures .  
Severa l  employees  ind icated  part ic ipatory  governance  cou ld  benef i t  f rom integrat ing
ant i - rac i s t  and  ant i -b ias  s tandards  in  the  dec is ion-mak ing  process .  
Regard ing  communicat ion  and admin is t rat ion ,  most  respondents  expressed a  need for
centra l i zed  informat ion  hubs  that  prov ide  updates  regard ing  Cov id-19 protoco ls  and
DEI  integrat ions .  
Regard ing  communicat ion  and admin is t rat ion ,  respondents  expressed a  need for  a  more
equi tab le  approach to  recru i tment ,  retent ion ,  and  overa l l  fac i l i ty  management .  

Key  f ind ings  by  the  interna l  system assessed are  l i s ted  be low.

Part ic ipatory  Governance ,  Communicat ion ,  and  Administ rat ion

We combined part ic ipatory  governance  and communicat ion  admin is t rat ion  under  the  same
inst i tut iona l  system due to  the  h igh  occurrence  of  employee  responses  that  referenced or
combined the  three  systems .  

Key  Takeaways

Comprehens ive  F ind ing   

Comprehens ive  resu l ts  f rom the  interna l  equ i ty  scan  revea led  a  need for  immediate
address ing  of  employee  concerns  regard ing  low worker  bandwidth  due  to  understaf fed
programs and the  need for  c lear  t ransparent  communicat ion  f rom admin is t rat ion .  

Respondents  expressed a  need for  more  community-bu i ld ing  act iv i t ies  and opportun i t ies  for
employees  and s tudents  to  pract ice  safety  in  psycho log ica l ly  safer  spaces ,  par t icu lar ly  for  
 B lack ,  Ind igenous ,  and  Lat ino/a/x   wi th  intersect ing  rac ia l/cu l tura l  ident i t ies ,  members  of  
 LGBTQIA+,  People  wi th  Disab i l i t ies  and Veterans .  These  rac ia l  and  cu l tura l  g roups  were
ment ioned repeated ly  across  interna l  systems as  groups  in  need of  a f f in i ty  spaces .

Resu l ts  a l so  revea led  a  genera l  apprec iat ion  for  a t tempts  made by  the  Col lege  to  promote  a
more  d iverse ,  equ i tab le ,  and  inc lus ive  campus  cu l ture .  However ,  the  lack  of  susta ined
commitment  to  fund ing  programs ,  ant i - rac i s t  and  ant i/b ias  t ra in ing ,  and  employee  needs  has
s ign i f i cant ly  impacted  employee  and s tudent  mora le .  The  Col lege  has  an  opportun i ty  to
co l laborate  wi th  employees  and s tudents  to  determine  the  best  s t rateg ies  for  authent ica l ly
recover ing  wi th  equ i ty  across  a l l  in terna l  systems .  

The term "severa l "  references  6  or  more  respondents .



I am no longer
accepting the things I
cannot change. I am
changing the things I

cannot accept. 
Angela Davis



SHORT-TERM
RECCOMENDATIONS

Recommendat ion  1-Restorat ive  Pract ice :  Pr ior i t i ze  repa i r ing  t rust  wi th  c lass i f ied  s taf f ,  s tudents ,
and facu l ty .  Tra in  an  employee to  fac i l i ta te  conversat ions  centered  on  restorat ive  pract ices  and
restorat ive  just ice  on  campus  to  rebu i ld  t rust  between employees  and admin is t rators .  Dedicate
t ime to  invest ing  in  rebu i ld ing  or  susta in ing  t rust  and t ransparency  wi th  facu l ty ,  c lass i f ied  s taf f ,
and  s tudents  through f requent  l i s ten ing  sess ions ,  surveys ,  check- ins  wi th  groups  that  support
marg ina l i zed  s tudents  and employees  on  campus .  

Recommendat ion  2-Aff in i ty  Spaces :  Pr ior i t i ze  a f f in i ty  spaces  for  h i s tor ica l ly  marg ina l i zed  groups
on campus .  Prov ide  opportun i t ies  for  ind iv idua ls  current ly  lead ing  af f in i ty  spaces  on  campus  to
rece ive  add i t iona l  t ra in ing  fac i l i ta t ing  ant i - rac is t  and ant i -b ias  conversat ions .  Pr ior i t i ze  creat ing
af f in i ty  spaces  for  B lack/Afr ican  Amer icans ,  the  Lat ino/a/x  community ,  the  LGBTQIA+ community ,
Veterans ,  People  wi th  Disab i l i t ies ,  New Migrants ,  and  Dreamers .  These  groups  were  ment ioned
repeated ly  as  need ing  spaces  to  pract ice  phys ica l  and  psycholog ica l  safety  whi le  learn ing  how to
nav igate  the  Col lege 's  systems .   

Recommendat ion  3-Vir tua l  and  Covid-19 safe  in-person  community  bu i ld ing :  Foster ing  communal
spaces  for  employee and s tudent  connect ion  i s  v i ta l  to  growing  a  pos i t ive  campus  cu l ture .  Invest
in  regu lar  zoom community-bu i ld ing  events  centered  on  keep ing  people  connected  dur ing  the
pandemic .  So l ic i t  feedback  f rom the  Assoc iated  Students  of  Cañada  Col lege  (ASCC) ,  C lass i f ied
Senate ,  and  the  Academic  Senate  on  ways  the  Col lege  can  support  campus-community  connect ion
in  person .  

Recommendat ion  4-White  Accountabi l i ty :  Pr ior i t i ze  investment  in  susta ined t ra in ing  for
d is rupt ing  dominant  group cu l tura l  pract ices  on  campus ,  spec i f i ca l ly  invest ing  in  the  deve lopment
of  White  Accountab i l i ty  Cohorts .  Deve lop  ded icated  spaces  that  he lp  whi te  ident i f ied  employees
learn  how to  pract ice  ind iv idua l  and co l lect ive  accountab i l i ty  in  d i smant l ing  whi te  supremacy
systems and spaces .  

Recommendat ion  5-Rac ia l/Cultura l  B ias  Inc ident  Accountabi l i ty :  Coord inate  wi th  the  Po l icy ,
Tra in ing ,  and  Compl iance  Di rector  to  deve lop  or  c la r i fy  the  protoco l  for  address ing  impl ic i t  or
exp l ic i t  b ias  occurr ing  on  campus  that  does  not  warrant  d is t r ic t - leve l  invest igat ion .  Create  a  page
out l in ing  the  protoco l  for  report ing  b ias  and the  d iscr iminat ion  report ing  process  for  ind iv idua ls
not  seek ing  a  d is t r ic t - leve l  invest igat ion .  

Recommendat ion  6-Equitab le  Schedul ing :  Col laborate  wi th  C lass i f ied  Staf f ,  Academic  Senate ,  and
the  ASCC to  deve lop  a  more  equ i tab le  approach to  schedul ing  meet ings ,  t ra in ing ,  and  events  on
campus .  

The recommendat ions  of fered  in  th is  report  are  based  on  data  captured  f rom the  l i s ten ing  sess ions ,
cu l tura l  audi t ,  and  interna l  equi ty  scan  assessments  admin istered  by  Áse  Power  Consul t .  Short- term
recommendat ions  are  opportuni t ies  to  ref lect  on  moving  forward  with  equi ty-centered  d ivers i ty ,
access ,  and  inc lus ion  integrat ions  with in  6  to  12  months .

 

Recommendat ion  7-Champion Equitab le  Work  Commitments :  Commit  to  d is rupt ing  the
normal i zat ion  of  unpa id  work  and overt ime spec i f i ca l ly  for  par t - t ime employees .  Exp lore  how the
admin is t rat ion  and employees  can  a l ign  on  a  s t rategy  for  deve lop ing  a  more  equ i tab le  work load  for
employees ,  spec i f i ca l ly  c lass i f ied  s taf f .  Cons ider  of fer ing  f lex ib le  work  schedules  and encourage
f lex ib le  dead l ines  for  departments  impacted  by  s taf f  shortages .  

Recommendat ion  8-Communicat ion :  Dedicate  resources  and t ime to  s impl i fy ing  and s t reaml in ing
informat ion  to  ef fect ive ly  re lay  Cov id-19 updates ,  DEI  integrat ions ,  and  other  campus-re lated
opportun i t ies  and resources .  Incorporate  employee and s taf f  suggest ions  for  ach iev ing  better
communicat ion  and deve lop  a  communicat ion  p lan  that  out l ines  the  spec i f i c  methods  the  Col lege
wi l l  u t i l i ze  to  improve communicat ion .  Invest  in  peer- to-peer  communicat ion  technolog ies  as  an
addi t iona l  too l  to  communicate  sh i f t ing  co l lege  updates .  

Recommendat ion  9-F inanc ia l  A id  and  Student  Serv ices :  Ident i fy  opportun i t ies  for  co l laborat ion
with  F inanc ia l  A id  and Support ive  Resources .  Schedule  f requent  s t rateg iz ing  sess ions  wi th
employees  and s tudent  leadersh ip  connected  to  s tudent  serv ices .  Determine  the  best  s t rategy  for
correct ing  inef fect ive  methods  for  he lp ing  s tudents  and employees  access  resources  on  campus .
Cons ider  the  fo l lowing  act ions :  (1 )  Conduct  an  examinat ion  of  the  ef f icacy  of  access  po ints  on  the
Col lege 's  webs i te ;  t roub leshoot  of f ice  hours  ava i lab i l i ty  as  i t  re la tes  to  reg is t rat ion ,  (2 )  Invest  in  a
market ing  campaign  that  communicates  a  c lear  path  to  serv ices  for  ind iv idua ls  in  need of  soc ia l
serv ice  support  such  as  hous ing  secur i ty  resources  and immigrat ion  support .  (3 )  Invest  in  bu i ld ing
re lat ionsh ips  wi th  community  programs and organ izat ions  committed  to  prov id ing  resources  to
h is tor ica l ly  marg ina l i zed  groups .  Leverage  resources  of  these  groups  to  compensate  for  serv ices
the  Col lege  does  not  current ly  have  the  inf rast ructure  to  support  (4 )  Prov ide  employees  wi th
int roductory  t ra in ing  on  integrat ing  asset-based language ,  which  pr ior i t i zes  the  s t rengths  of
h is tor ica l ly  marg ina l i zed  groups .  

Recommendat ion  10-Centra l i ze  Ant i -Rac ism and Cul tura l  Equi ty  Task  Forces :  Col laborate  wi th
var ious  ant i - rac ism task  forces ,  a f f in i ty  groups ,  and  programs that  prov ide  serv ices  for  h i s tor ica l ly
marg ina l i zed  groups .  Exp lore  opportun i t ies  for  c ross-co l laborat ion  on  the  ach ievement  of  task
force  and committee  goa ls .  

Recommendat ion  11-Ear ly  Access  Opportuni t ies :  Develop a  p lan  to  invest igate  potent ia l
inequi t ies  wi th in  ear ly  access  programs .  Create  a  s tudent  and employee adv isory  committee
dedicated  to  address ing  ident i f ied  i ssues  and creat ing  po l ic ies  and protoco ls  that  redress  power
imba lances .  

https://www.greatschoolspartnership.org/resources/educational-equity/racial-affinity-groups-guide-for-facilitators/
https://diversity.ucsd.edu/initiatives/white-accountability-group/index.html#Recordings-of-Webinars-
https://www.heretohere.org/wp-content/uploads/2020/07/H2H-Language-Guide_A-Resource-for-Using-Asset-Based-Language-with-Young-People.pdf


 LONG-TERM
RECCOMENDATIONS

Recommendat ion  1-Hire  a  Divers i ty ,  Equi ty ,  and  Inc lus ion  Director :  H i re  a  DEI
Di rector  ded icated  to  t ra in ing  employees  and s tudents  in  ant i - rac i s t  and  cu l tura l ly
competent  pract ices .  Invest  in  prov id ing  the  inf rast ructure  the  DEI  d i rector  would  need
to  accompl i sh  DEI  goa ls .  Resources  requ i red  inc lude  but  are  not  l imi ted  to  (1 )  a
ded icated  DEI  budget ,  (2 )  adequate  support  s taf f ,  (3 )  ded icated  spaces ,  and  (4 )  c lear ly
out l ined  support  f rom admin is t rat ive  leadersh ip .   

Recommendat ion  2-Re- imagine  Part ic ipatory  Governance:  Deve lop  a  s teer ing
committee  ded icated  to  examin ing  the  ef f icacy  of  the  part ic ipatory  governance  system.
Cont inue  to  gather  research  on  employees '  s ign i f i cant  i ssues  wi th  the  part ic ipatory
governance  process .  Deve lop  th ink  tanks  composed of  employees  f rom d i f ferent
c lass i f i cat ions  to  beg in  bra instorming  ideas  on  mak ing  the  process  more  s t reaml ined
and access ib le .  Ident i fy  suggest ions  most  supported  by  employees  as  tact ics  to
st reaml ine  the  part ic ipatory  process  and exper iment  wi th  implement ing
recommendat ions  through cons is tent  prototyp ing ,  test ing ,  and  eva luat ion .  

Recommendat ion  3-Cultura l  Competency-Ant i -Rac ism Tra in ing :  Develop  a  DEI  and
cu l tura l  competency  t ra in ing  ca lendar  in formed by  URM group input  on  campus .  Ensure
that  most  of fered  t ra in ing  i s  access ib le  to  a l l  employees  regard less  of  c lass i f i cat ion .
Deve lop  a  p lan  for  incorporat ing  DEI  and cu l tura l  competency  t ra in ing  mater ia l s  in to
learn ing  modules  or  too lk i ts  for  profess iona l  deve lopment  or  s tudent  enr ichment  in  the
future .  

Recommendat ion  4-Champion  DEI  Funding  Campaigns :  Col laborate  wi th  the  Grants
Deve lopment  and Management  Off ice  to  des ign  a  cap i ta l  campaign  to  expand grant-
funded programs that  support  URM programs .  Co l laborate  wi th  programs and
committees  in  need of  fund ing  to  deve lop  a  v iab le  s t rategy  for  secur ing  fund ing  f rom
diverse  fund ing  s t reams .  Increase  fund ing  for  departments ,  centers ,  and  facu l ty  that
of fer  soc ia l  just ice ,  c r i t i ca l  race  theory ,  genderqueer ,  e thn ic ,  and  gender  s tud ies
c lasses  and workshops .  Once  fund ing  i s  secured ,  work  wi th  programs and committees  to
determine  an  equ i tab le  budget  a l locat ion .

The recommendat ions  of fered  in  th is  report  are  based  on  data  captured  f rom the
l i s ten ing  sess ions ,  cu l tura l  audi t ,  and  interna l  equi ty  scan  assessments  admin istered  by
Áse  Power  Consul t .  Long-term recommendat ions  are  opportuni t ies  to  ref lect  on  moving
forward  with  equi ty-centered  d ivers i ty ,  access ,  and  inc lus ion  integrat ions  with in  12  +
months .

 

Recommendat ion  5-Power  Redress ing :  Dedicate  t ime and resources  to  ident i fy ing  and
redress ing  power  imba lances  across  co l lege  systems .  Pub l ic ly  c la im accountab i l i ty  for
any  impl ic i t  or  exp l ic i t  b iased  system impact ing  underrepresented  minor i ty  groups  and
communicate  the  p lan  to  redress  that  harm.  Pub l ic ly  report  goa ls  and  progress .  

Recommendat ion  6-Bias  Report ing :  Implement  a  campus-wide  hate  and b ias  inc ident
report ing  system with  safeguards  for  v ic t ims  and t ransparent  methods  for  address ing
a l l  reports  ef fect ive ly .  Ensure  that  co l lected  data  on  inc idents  are  d isseminated  for
ana lys i s ,  po l icy  improvements ,  and  prevent ion .  

Recommendat ion  7-Employee  Equi ty :  Deve lop  a  p lan  to  draf t  a  po l icy  that  pays
employees  for  the i r  in te l lectua l  and  emot iona l  l abor ,  t ime ,  and  ef for t  spent  on  equ i ty ,
access ,  d ivers i ty ,  and  inc lus ion  work  in  add i t ion  to  the i r  pos i t ions  at  the  co l lege .

Recommendat ion  8 -Rev iew,  Rev is i t  and  Re- implement :  Rac ia l  and  Cu l tura l  inst i tut iona l
change takes  t ime.  Commit  to  constant ly  assess ing  the  ef f icacy  of  new in i t ia t ives ,
programs ,  and  po l ic ies  through qua l i ta t ive  and quant i tat ive  metr ics .  I f  pro jected  goa ls
are  not  ach ieved ce lebrate  the  ef for ts  of  those  who worked towards  ach iev ing  the  goa l
and inc lude  them in  a  process  of  assess ing  what  e lements  need re- imag in ing .  Don ' t  be
afra id  to  re- implement  a  p lan  that  i sn ' t  work ing ,  i t  i s  more  important  to  rev ise  a  DEI
integrat ion  or  s t rategy  as  opposed to  complete ly  abandoning  i t .  

 

https://diversity.ucsd.edu/initiatives/white-accountability-group/index.html


RESPONDENT
RECCOMENDATIONS

Develop  a  "shadow program to  connect  admin is t rators  to  s tudents  to  deepen the i r  understand ing
of  s tudents '  school  and  persona l  l i ves .  I  know the  h igher  up  you go ,  the  less  contact  you have
with  s tudents .  I  need i t  to  be  not  our  s tudent  leaders .  I  don ' t  want  you to  shadow them because
those  are  idea l  s tudents ,  r ight?"  (Anonymous )

"Fu l l - t ime facu l ty  [ shou ld ]  par tner  wi th  a  coup le  of  ad junct  facu l ty  to  keep them informed [and]
support  them. . .  .  I t  would  be  great  i f  fu l l - t ime facu l ty  cou ld  bu i ld  a  br idge  wi th  ad juncts .  Even i f
[ i t ' s ]  just  check- ins  or  someth ing  at  F lex  Day . " -Gonza lo  Arr i zon ,  Retent ion  Spec ia l i s t  &  Adjunct
Eng l i sh  Inst ructor

"There ' s  not  rea l ly  an  area  [on  F lex  Day  request  for  proposa l  l ink ]  where  i t ' s  k ind  of  l i ke ,  ' I  have
ideas  for  F lex  Day  but  fee l  you  don ' t  have  resources ,  le t  us  know here '  k ind  of  th ing .  I  th ink  that
would  be  coo l . "  (Anonymous )

"What  I  do  apprec iate  though ,  i s  that  a  coup le  of  Student  Serv ices  P lann ing  Counc i l  meet ings
ago ,  we were  put  into  breakout  rooms and were  g iven  a  sheet  where  we were  asked ,  'how do you
pract ice  ant i - rac i sm and equ i ty  as  an  ind iv idua l  in  your  ro le ,  as  your  program or  serv ice
together ,  and  how does  that  connect  to  the  inst i tut ion . '  So  I  thought  that  was  rea l ly  great .  And
i t  a l so  gave  us  an  opportun i ty  to  of fer  suggest ions  to  what  Student  Serv ices  programs can  and
should  be  do ing  to  fur ther  operate  as  an  equ i ty-minded ent i ty . "  (Anonymous )

"We've  got  our  new compl iance  of f icer . . .  she  does  an  incred ib le  Unconsc ious  B ias  workshop. . .
she  makes  you go  ins ide  yourse l f  –  and she  makes  you take  inventory  so  that  you can  make a
connect ion  to  how you ho ld  b iases  and how you need to  be  consc ious  of  them. . . I  don ' t  know i f
that ' s  a  requ i rement  for  onboard ing .  I  know i t ' s  a  requ i rement  i f  you  wanna do  a  h i r ing
committee .  But  I  would  need i t  to  be  a  requ i rement  of  work ing  at  th i s  co l lege ,  [and]  in  th i s
d is t r ic t . "  (Anonymous )

"There  was  a l so  ta lk  recent ly  of  poss ib ly  hav ing  a  facu l ty  profess iona l  deve lopment  coord inator
and a  s taf f  profess iona l  deve lopment  coord inator ,  so  the  s taf f  needs  cou ld  be  more
appropr ia te ly  met  by  that  person . "  (Anonymous )

" I 'm us ing  the  impact  gr ids  that  Jeremiah  S ims  deve loped over  at  Co l lege  of  San  Mateo that ' s
part  of  the  Idea l  program. . . . . .  the  impact  gr id  has  been he lpfu l  to  me as  k ind  of  a  rubr ic  gr id  to
break  out  into  p ieces  of  th i s  program and rea l ly  ana lyze  the  equ i ty  aspect  and look  at  where
th ings  are  k ind  of  not  work ing . " -Dav id  Reed ,  Dean of  Academic  Support  and  Learn ing
Technology  

The comments  be low ref lect  suggest ions  made by  employees  and  students  to  move Cañada  Col lege
towards  equi tab le  outcomes .  Respondent  recommendat ions  are  v i ta l  to  foster ing  an  inc lus ive  and
equitab le  campus  envi ronment .  Cont inue  to  invest  in  opportuni t ies  for  employees  and  students  to
provide  ins ights  on  how the  Col lege  can  recover  with  equi ty  in  2022 and  beyond.  Áse  Power
Consul t  rece ived  expl ic i t  permiss ion  f rom respondents  to  l i s t  the i r  names  and  t i t les  with  the i r
statements .  Respondents  who d id  not  want  the i r  names  or  t i t les  referenced are  l i s ted  as
anonymous .

 

" I 've  recent ly  s tar ted  the  B lack  s taf f  and  facu l ty  month ly  lunch ,  and  then there ' s  a
co l league at  Sky l ine  who had been want ing  to  do  someth ing  l ike  that ,  so  she  and I  d i scussed
doing  someth ing  that  cou ld  be  d is t r ic t -wide  and a l so  inc lude  admin is t rators . . .  maybe do ing
someth ing  twice  a  year  for  B lack  facu l ty  and admin is t rators  to  get  together . " -Lez lee  Ware ,
Professor  of  Po l i t i ca l  Sc ience  and UMOJA Program Coord inator .

"CSM is  h i r ing  an  ombudsperson spec i f i ca l ly  to  dea l  wi th  the  gap  in  report ing  between
overt  i ssues  and i ssues  that  shou ld/cou ld  be  reported  but  are  not .  That  pos i t ion  reports
d i rect ly  to  the  pres ident  and i s  charged wi th  mak ing  sure  i ssues  get  addressed .  S ince  we
won' t  be  gett ing  that  or  anyth ing  s imi la r  in  the  near  future ,  i t  i s  a  matter  of  the  next  best
opt ion . "  (Anonymous )

" I f  we had  an  equ i ty  s lash  PD person s ince  they  are  very  integrated  anyway . . . I  don ' t  know i f
anybody 's  wr i t ten  up  a  pos i t ion  descr ipt ion  and entered  i t  in to  our  system."

"We need to  ho ld  on  to  our  current  retent ion  spec ia l i s t . . .  we  need h im [ to  be  fu l l -
t ime] . . . looks  l i ke  he ' l l  be  50% UMOJA . . . .but  that  needs  to  be  just  so l id i f ied ,  which
shouldn ' t  be  a  guess ing  game whether  he 's  s tay ing  here ,  you  know,  i t  shou ld  be  l ike  he 's
h i red . . .permanent ly . " -Lez lee  Ware ,  Professor  of  Po l i t i ca l  Sc ience  and UMOJA Program
Coord inator  

"Give  the  [C lass i f ied]  Pres ident  5 ,000.00 ,  g ive  the  [C lass i f ied]  V ice  Pres ident  2 ,000.00 g ive
the  [C lass i f ied]  Secretary  1 ,000.00 ,  and  the  other  of f icers  500.00 . "  - Jeanne Sta lker ,
Program Serv ices  Coord inator

“ I f  you  are  a  dec is ion-maker  you need to  be  t ra ined  in  ant i - rac i sm,  per iod .  I  don ’ t
understand how we expect . . . to  move forward  wi thout  i t .  You have  tenured  facu l ty ,  what  i s
the  dead l ine  for  them to  get  on  board?  . . .  What  i s  the  dead l ine  for  peop le  to  get  on  board?
When do you s tar t  removing  people  for  not  be ing  wi l l ing  to  do  the  work?"  (Anonymous )

     -Dav id  Meck ler ,  Professor  of  Mus ic ,  Cañada  Col lege ,  former  CIETL Coord inator

 



Empathic  Connect ions-  Àse Power  Consu l t  def ines  empathy  as  the  ab i l i ty  to  process  and understand the
fee l ings  of  others .  When people  pract ice  empath ic  connect ion  they  part ic ipate  in  the  process  of  connect ing
to  another  person 's  or  community ' s  emot iona l  exper ience .  Th is  l ink  prov ides  h igher- leve l  in format ion  about
the  term:  Resource .

Racia l  Group-  Soc io logy  uses  and cr i t iques  the  concepts  of  race  and ethn ic i ty ,  connect ing  them to  the  idea
of  major i ty  and minor i ty  groups  and soc ia l  s t ructures  of  inequa l i ty ,  power ,  and  s t rat i f i cat ion .  “Race”  refers
to  phys ica l  d i f ferences  that  groups  and cu l tures  cons ider  soc ia l ly  s ign i f i cant ,  whi le  “ethn ic i ty”  refers  to
shared  cu l tures ,  such  as  language ,  ancest ry ,  pract ices ,  and  be l ie fs .  The  soc io log ica l  perspect ive  exp lores
how race  and ethn ic i ty  are  soc ia l ly  constructed  and how ind iv idua ls  ident i fy  wi th  one  or  more .  

Cultura l  Group:  "A cu l tura l  g roup i s  def ined  s imply  as  a  co l lect ion  of  ind iv idua ls  who share  a  core  set  of
be l ie fs ,  pat terns  of  behav ior ,  and  va lues .  The  groups  may be  la rge  or  smal l ,  but  they  are  ident i f ied  by  the i r
ways  of  th ink ing  and behav ing .  A l l  cu l tura l  g roups  are  marked by  int ragroup var ia t ion .  Many factors  of
d ivers i ty  impact  cu l ture ,  inc lud ing ,  but  not  l imi ted  to :  e thn ic i ty ,  country  of  or ig in ,  l anguage ,  gender ,  race ,
phys ica l  appearance ,  age ,  re l ig ion ,  sexua l  ident i ty ,  d i sab i l i ty ,  educat ion ,  and  soc ia l  c lass  or  s tatus . "
(Georgetown Univers i ty  Center  of  Ch i ld  and human deve lopment )   

URM- Underrepresented  Minor i ty  Group:  The def in i t ion  of  an  Underrepresented  minor i ty  i s  fa r  f rom be ing
crysta l  c lear .  However ,  the  URM des ignat ion  i s  re la t ive ly  cons is tent  among schools .  Underrepresented
Minor i ty  can  be  def ined  as  a  group whose  percentage  of  the  populat ion  in  a  g iven  group i s  lower  than  the i r
percentage  of  the  populat ion  in  the  country .  At  Penn State ,  as  wel l  as  many co l leges  and un ivers i t ies ,
underrepresented  minor i t ies  are  genera l ly  cons idered  to  inc lude :  Hispan ic/Lat inos ,  Afr ican  Amer icans ,
Nat ive  Amer icans ,  Nat ive  Hawai ian/Pac i f i c  I s landers ,  and  those  of  two or  more  races .  Internat iona l
s tudents  genera l ly  fa l l  in to  a  separate  category  of  the i r  own.  (Penn State  Co l lege  of  Agr icu l tura l  Sc iences )

Bias  interact ions-  Impl ic i t  or  exp l ic i t  b ias  inc idents  occurr ing  between ind iv idua ls  or  groups .  "Soc ia l
psycho logy  scho lars  have  conceptua l i zed  b ias  as  e i ther  impl ic i t  or  exp l ic i t .  Exp l ic i t  b ias  refers  to  the
pre jud ice  be l ie fs  or  a t t i tudes  one  has  towards  a  person or  group on  a  consc ious  leve l .  Exp l ic i t  a t t i tudes  are
fee l ing  and thoughts  that  one  de l iberate ly  be l ieves  and can  consc ious ly  document .  Impl ic i t  b iases  are
pre jud ices ,  be l ie fs ,  or  a t t i tudes  towards  a  person or  group that  are  not  wi th in  the  marg ins  of  awareness ,
and are  thus ,  unconsc ious .  Impl ic i t  b ias  can  be  d i f f i cu l t  to  acknowledge and contro l  because  i t  ex is ts
beyond one 's  consc ious  thoughts  or  fee l ings .  Impl ic i t  b ias  can  undermine  our  exp l ic i t  in tent ions  or  open ly-
he ld  be l ie fs .  

White/European Ancestry/Non-Hispanic :  A person hav ing  or ig ins  in  any  of  the  or ig ina l  peop les  of  Europe ,
the  Midd le  East ,  or  North  Afr ica .  (US Census  Bureau)  Th is  l ink  prov ides  h igher- leve l  in format ion  about  the
term Non-Hispan ic :  Resource .

Non-binary :  People  whose  gender  i s  not  ma le  or  female  use  many d i f ferent  terms  to  descr ibe  themse lves ,
wi th  non-b inary  be ing  one  of  the  most  common.  Other  terms  inc lude  genderqueer ,  agender ,  b igender ,  and
more .  None of  these  terms  mean exact ly  the  same th ing  –  but  a l l  speak  to  an  exper ience  of  gender  that  i s
not  s imply  ma le  or  female .  (Nat iona l  Center  for  Transgender  Equa l i ty )

    (Amer ican  Soc io log ica l  Assoc iat ion )

    (Advance  Geo Partnersh ip )

Glossary

Pansexual :  Pansexua l  |  Descr ibes  someone who has  the  potent ia l  for  emot iona l ,  romant ic ,  or  sexua l
at t ract ion  to  people  of  any  gender  though not  necessar i ly  s imul taneous ly ,  in  the  same way ,  or  to  the  same
degree .  Somet imes  used interchangeab ly  wi th  b isexua l .  (Human R ights  Campaign )

Restorat ive  Pract ice :  Restorat ive  pract ices  i s  an  emerg ing  soc ia l  sc ience  that  s tud ies  how to  s t rengthen
re lat ionsh ips  between ind iv idua ls  as  wel l  as  soc ia l  connect ions  wi th in  communit ies .  Though new to  the
soc ia l  sc iences ,  restorat ive  pract ices  have  deep roots  wi th in  ind igenous  communit ies  throughout  the
wor ld . " - i iRP Graduate  School .  ( i iRP  GraduateSchool )  

 Restorat ive  Just ice :  An emerg ing  g loba l  soc ia l  movement  wi th  many t rad i t ions  and approaches  embraces
community  empowerment ,  par t ic ipat ion ,  and  accountab i l i ty  to  address  harm and s t rengthen re la t ionsh ips .
(School  of  Leadersh ip  and Educat iona l  Sc iences )

Histor ica l ly  Marg ina l i zed  Groups :  Ind iv idua ls ,  g roups ,  and  communit ies  that  have  h is tor ica l ly  and
systemat ica l ly  been den ied  access  to  serv ices ,  resources ,  and  power  re la t ionsh ips  across  economic ,
po l i t i ca l ,  and  cu l tura l  d imens ions  as  a  resu l t  of  systemic ,  durab le ,  and  pers i s tent  rac i sm,  d i scr iminat ion ,  and
other  forms of  oppress ion .  H is tor ica l ly  Marg ina l i zed  Populat ions  are  of ten  ident i f ied  based on  the i r  race ,
ethn ic i ty ,  soc ia l -economic  s tatus ,  geography ,  re l ig ion ,  l anguage ,  sexua l  ident i ty ,  and  d isab i l i ty  s tatus .
(North  Caro l ina  Department  of  Hea l th  and Human Serv ices )

Aff in i ty  Groups :  A group of  people  who choose  to  meet  to  exp lore  a  shared  ident i ty  such  as  race ,  gender ,
age ,  re l ig ion ,  and  sexua l  or ientat ion .  These  groups  can  be  fur ther  broken down into  smal ler  groups  wi th in
the  two major  a f f in i t ies  (e .g . ,  Af r ican  Amer ican  men/women,  b i/mul t i - rac ia l ,  e tc . )  

Lat ino(a ) (x )  Lat inx  refers  to  a  person wi th  or ig ins  in  Lat in  Amer ica .  The  recent  term was  intended to  be
gender- inc lus ive ,  rep lac ing  the  Span ish  words  Lat ino  or  Lat ina .  Lat inx  i s  used  on ly  in  Eng l i sh  and most ly  by
non-Lat inx  people .  Accord ing  to  the  Pew Research  Center ,  on ly  23% of  those  ident i fy ing  as  Lat ina ,  Lat ino ,
or  Hispan ic  have  heard  of  the  term and on ly  3% actua l ly  use  i t  to  descr ibe  themse lves .

LGBTQIA+:  Acronym encompass ing  the  d iverse  groups  of  lesb ian ,  gay ,  b i sexua l ,  t ransgender ,  t ranssexua l ,
queer ,  in tersex ,  and  asexua l  populat ions  and a l l ies/a l l i ances/assoc iat ions .

Dominant  Groups :  The c lass ic  soc io log ica l  def in i t ion  of  a  dominant  group i s  a  group wi th  power ,  pr iv i leges ,
and soc ia l  s tatus .  Another  re la ted  def in i t ion  i s  a  soc ia l  g roup that  contro ls  the  va lue  system and rewards  in
a  par t icu lar  soc iety .  (The  Inc lus ion  So lut ion )  

Dreamers :  In  the  las t  few years  the  term “DREAMer”  has  been used to  descr ibe  young undocumented
immigrants  who were  brought  to  the  Uni ted  States  as  ch i ldren ,  who have  l ived  and gone to  school  here ,  and
who in  many cases  ident i fy  as  Amer ican .  The  term DREAMer  or ig ina l ly  took  i t s  name f rom the  b i l l  in
Congress ,  but  i t  has  a  double  meaning  about  the  undocumented youth  who have  b ig  hopes  and dreams for  a
better  future .  (Ant i -Defamat ion  League)

     (Utah  Div is ion  of  Mul t icu l tura l  Af fa i rs )

     (D iverse  I ssues  in  Higher  Educat ion )

    (Utah  Div is ion  of  Mul t icu l tura l  Af fa i rs )

This  g lossary  of  terms  prov ides  def in i t ions  for  terms  used in  the  Interna l  Equ i ty  Snapshot .  The  def in i t ions  prov ided are  not  meant  to  be  abso lute .  Cu l tura l ly
competent  terms  shou ld  a lways  be  evo lv ing  to  ensure  that  people  and pract ices  are  ident i f ied  wi th  respect  and compass ion .
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