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Achieving dversity, equity, and inclusionis a collective effort requiring commitment by all
members of a communityln 2019, the Manhattanville CollegeRoad Map toward#\chieving
Racial Equity and Inclusionwas drafted. The roadmap serves as a living document
reviewed and updated regularlyas the community engages around diversity, equity, and
inclusion. Through the ongoing work of the Diversity, Equity, and Inclusion (DEI) Council
the support of the College administrationand dedicated faculty staff, and studens from
multiple areas anddisciplines z Manhattanville Collegewill addressthe five priorities
below.
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The DEI Councilchaired by Loren Ciardullo, special assistant to the Presideand Title IX
Officer, meets monthlywith two subgroups one focusing on understanding the data and
the other focusing on educational efforts.The Council is comprised of administration,
faculty, staff, and students.This mid-year report provides an update on progress made
with an end of the year report available June, 2022.

| thank the community for your involvement in this critical work that has no end. Together,

wewill OA OA AECRA MO AMh ET Al OOEOAR AT A 1T OOODOOET ¢ Al OE
succeed.

Sincerely

ﬂ]/%r

Cindy Porter
Vice President of Student Affairs and Chief Diversity Officer
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PROGRESREPORT

Achieve a balance of represent ation in the community composition.

AccordingtotheRace and Et hnicity in HigherAcksalcati on
positions and seniority levels, faculty, staff, and administrators remain less diverse than the

student body T he r etpabwhile the tiversitg af the undergraduate and graduate

student population became maligerse the makeup of thefaculty remairdrelatively

unchangeavith 21.2%identified as fulltime faculty ofcolor. At Manhattanville faculty who

identified as Black, Asian, Latin)or multiracialmade up 13.5% of the faculty

Numerous strategiasere implementetb increase diversity withithefaculty, staff, and
administration. These includedoining the Gettysburg Consortiymequiring trainingon
conducting inclusive searchis all search committeeandrequiring diversity statements for
faculty and certaintaff and administration positian

On avery encouraging notthe202122 academic year begaiith the followinggains

Staff and Faculty Representation
Fall 2020 vs. Fall 2021

7.20%
Asian Faculty
9.40%

1.80%
5.10%
4.16%
Black Staff and Administration
10.60%

1.66%
Multiracial Staff and Administration
3.40%

0 2 4 6 8 10

Black Faculty

M Fall 2020 M Fall 2021
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The Chief Diversity Officer (CDOand Human Resources Director will continue riefin

training for both faculty and staff search committgeyidetraining for cabinet members on
approvingsearchesandidentifying ways tdettercollectdemographic data for candidate pools.
Additionally, incorporating DEI as a part of the employee annual performance risvi@wng
explored

Multiple units are implementingraitegies to attra@nd retairBlack students.Theadmissions
team is now repding real time enrollment data, disaggregated by raceTheAlumni Office
and the Center of Student Involvement and Leadership have parbmei@d initiatives: the
launch ofBlack at Manhattanville (BAM), a program thapairs alums with incoming Black
studentswho want a mentor, andsupporting the Black Student UnigBSU)in creating a
student scholarship for an incoming student.

g! e X

Provide tools and training for faculty, staff, and studentsto  develop and maintain a
culture supportive of diversity, e quity, and inclusion ,OA £l AAOGEOA 1T £ - AT EAOQC
mission.

$500

With leadership from multiple members of the DEI Council includinghe School of
Education faculty, the Council established an agreed upon setl@rning outcomesto guide
ongoing educational efforts.

Manhattanville faculty, staff, and studentsvill be able to:

9 critique structures of power and institutions from the standpoint of embedded
privilege and social norms.

 interpret how external factors influence identtUh AT A OEA ET OAOOAAOD
multiple identities.

T EAAT OE£AZU AT A AOEOEAAI T U OAZEI AAO OPIT OEA O

T APDPI U T1-awhréndss af eirdiases to enact strategies to respond to
unconscious and conscious biases.

1 practice skills including selfcare strategies for experiences of bias, active listening,
empathy, and effective ally ship.

1 engage nordominant perspectives with respect and empathy

1 implement strategies to achieve equity
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This fall, the Center for Teaching andlearning (CTLS)the Director of the CTLS, Carleigh
Brower, collaborated with the Center for Inclusion (CFI), DEI Council, and the Center for
Student Accommodations (CSA) to provide workshops and resources around building
inclusive classrooms. Fall sessiaincluded:

1 "Understanding and Addressing Microagressions in the Classroom," led by
CFI Director Anthony Wilder,

1 "Normalizing Intersectionality in the Classroom," led by CFI Coordinator
Kahlil Koromantee, and

1 "Using Critical Media Literacy to Create adzolonial, AntiRacist Teaching
Philosophy,"” led by Professor Alexis Romeo Walker.

TheCTLS ipoisedOT | AEA OECI EEZEAAT O POl COAOO OI xAOAO
and readiness to decolonize disciplinary curricula.

New this spring, theCTLS wll offer a Faculty Learning Community led by a Faculty Fellow

that will explore how Manhattanville faculty can embrace an antiracist and decolonized

APDPOT AAE ET OEA Al AOGOGOITih xEOE DPAOOGEAOI AO 4
educating ethicalC1 T AAT AEOEUAT 6h AT A OEA #111ACA60O OA]
Two additional initiatives launched thisfall: a mandatory CEl conference for all faculty and

staff and required on-line courses for employees and students. The employee course ef

five learning modules focusel on diversity in the workplace. Students completed a twe

part courseon diversity, inclusion, and belonging The figure below shows current

completion rate of the Everfi courses.

61% f 69%

AVERAGE MONTHLY STUDENTS WHO
COMPLETION RATE COMPLETED BOTH
OF EMPLOYEE PART 1 AND 2 OF
MODULES EVERFI DEI COURSES

A push in underway to increase these numbers for the spring.
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Identify and address achievement gaps for marginalized students

The EEOOO OAOE xAO OF CAOEAO A Aili bl AGA PEAOOOA
underserved populations. Nationally, white students continue to exceed Black and

Hispanic students in postsecondary 4/ear graduation outcomes in educationNational

data shows that 45% of White students graduate as compared to 32% of Hispanic students

and 21% of Black students. Christine Farugia, Director of Institutional Research, was

N s A A oA

ET 00001 AT OA1 ET AT Al UUET ¢ - AT EAOOAT OEI 1 AGO AA

KEY
TAKEAWAYS

There is greater variability in the retention of Black and
Hispanic students

Black and Hispanic students graduate at lower rates than
white students.

First generation students are more likely to graduate in six
years

Retention of Black and Hispanic First Generation
students is lower than White First Generation students

High retention programs (ex. Castle scholars, athletes)
lack representation of Black students

Thefollowing three tables provide detailedinfor mation on retention among Black White,
and Hispanic students, Black and ldpanic Graduation Rates, and Graduation RatesFofst
Generation students.
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Table 1: RetentionRates ofWhite, Black, andHispanicSudents

Retention among Black and Hispanic students
is more variable than White students.

Retention

100%
0%
BO% * o
70% ® ®
60%
50%
40%
30%
20%
10%

0%
Fall 15-Fall 16 Fall 16-Fall 17 Fall 17-Fall 18 Fall 18-Fall 19 Fall 15-Fall 20

Black Hispanic White Owerall

Table 1

Data from Institutional Research 8/2021

* Note that some of the variation may relate to data issues, as there was variability

year to year in reporting of race/ethnicity andrace unknown/not disclosed.

Table 2: Graduation Rates ofWhite, Black andHispanicSudents

Black and Hispanic students graduate at lower
rates than White students.

Black

Hispanic White
co Teh  T4%
! ) 67% . 58% o 71%
o 57% . 59% 62%
57% 44% 37
i 45% i _ I 52% I I
10FFA 11FFA 12FFA 13FFA 14FFA 10FFA 11FF&, 12FFA 13FFA 19FF A

1 1 3FF 1 ! 10FF A 11FFA 12FFA 13FFA 14FFA
w— Rlack, 4y Black, 5 yr Black, G yr . Hizpanic, 4 yr m Hispanic, 5 yr White, 4 yr White, 5 yr whita, 6 yr
Overall, 4 yr Crvarall, 5 yr Owerall, & yr Hispanic, 6 yr Owerall, 4 yr Overall, 4 yr Ouerall, 5 yr verall, 6 yr

T - B W 1 F
warall, 5 yr warall, 6 yr
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Table 3: First Generation Sudent 4, 5, and 6 year graduation rates

First Generation students are more likely to
graduate in 6 years.

White Hispanic Elack
76% 61% 67%
64% - 64% 81% 64%
I I I I I 72% I
First Mon First All students First Mon First All Students First MNon First All Students
Generation Generation Generation Generation Generation Generation
4 year 5 year 6 year

DataProvided by Institutional Research 8/2021

The next steps will be to better understand what factors are contributing to the gaps at
Manhattanville.

Create equitable engagement opportunities for students, faculty, and
staff that foster a sense of belonging.

Thefirst-year seminar offers an excellant example of how a course was redesigned to

fall 2018 and highlightsthed 1 1 ACA8 O EEOOI OU 1T £ O1 AEAT AAOQEIT 1
OOOAAT 6O O1T AA AOEEAAI AT A O1T AEATT U OAODPIT OEA
OAT ET AO6O AAT OAOPEAAA EO -1 OEAO $AIiTATT60 pwo
written in response to Marhattanville College alumnae who objected to Mother Dammann

admitting the first African American student The speech continues to be relevant today as

we grapple with issues of diversity, equity, and inclusionCourse materials included a
commonread-DaiOU ( AOT AT A Adpdf Watkd UnderdMy Bétall 2020 and

2021). All first-year instructors supplement these readings with their own articles

The First Year Program also collaborates with the Center for Student Involvement and

Leadership (CSIL) ad the CFI (Cen_ter for Inclusion) to organize caurricular events that

are missionfocusedprovidingA OAEOAOOAKh ET Al OOEOAh AT A 100060
students.

Faculty have also developedahew coursesin nursing and sports studies:NUR 4060:Reducing
Racial andEthics Disparities in Healthcare; SPRT 3020: The Black Athlete
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Co-curricular data collectedthrough- AT EAOOAT OE1 | A indicatesidiffefehtA D

population of students have different level on engagemenkor example, international
students represent a small percentage of our overall student population, y80% of
leadership roles in student clubs anarganizationsare held by international students.

Hold a Formal Leadership Role in Student Organization or Group

W Asian(10.59%) [ Black(12.71%) M Hispanic/Latino (23.73%) [ White (22.88%) W International (30.08%)

Participation in a Club/Organization Leadership Role by Race

B White (69.59%)
M Black (20.27%)
W Asian (4.73%)
] American/Alaskan Native, Black, White (2.03%)
M Biack, Hawaiian Pacific Islander (1.35%)
1 American/Alaskan Native, Black (0.68%)
Asian, White (0.68%)
B Black, White (0.68%)

This data isreflective of 2020-21, a year when the College was taking necessary measures
to combat COVID Student Affairs will continue tracking this data as well outreaching to
students.
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KEY
INITIATIVES

Launch of Mville First Generation Program through the Center
for Inclusion. 12 students admitted with a $2000 scholarship

Manhattanville Achievement Program (MAP) - 25
students; 92% retention rate

Launch of the 15-week Social Justice Speaker Series
averaging 50 students in attendance per week

The Alliance, underrepresented faculty, staff, and allies, met
regularly

Board approval of Greek Life to support underrepresented
students

Launch of "CFI Monthly," a monthly newsletter providing
DEI programming information

)y T AOAAOGA Ai 11 AAT OAOCETT AT A Aiii Ol EAAOQEI
diversity and inclusion efforts.

Thispriority I TT EO OT EI b O tothuniCaliohs amind DEAaGdtdDc@ate new
internal and external partnerships Multiple efforts are underway and will be reported on
in detail in the end of year report. Theynclude:

1 The communications teamwill conduct an equity audit this spring in conjunction
with the website redesign.This includes evaluating web pages and written pieces
for inclusive language.

1 The coommunications teamis developing anequity audit inclusive language guide

1 Human Resources is reviewing the current performance review documents to
incorporate DEI goals

1 Increase awareness of the Bias Education Response Te@ERT).
1 The addition of aBias Incident Dashboardor the Website
1 Incorporation of DEI in the newest strategic plan.
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