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The following report summarizes the work of the Office of Human Resources, the Office of 

Academic Affairs and the Office of Student Affairs in Supporting a Diverse and Inclusive 

Community at Emmanuel College.  As stated by President Sister Janet Eisner, SND, in her 

memorandum on December 2, 2010, members of the Emmanuel College community are 

expected to demonstrate respect and show sensitivity to differences in others. All members of the 

community are entitled to and responsible for maintaining an environment of civility that is free 

from disparagement, intimidation, discrimination, harassment, and violence of any kind.  

 

THE OFFICE OF HUMAN RESOURCES 

 

 

APPRAISAL 
Training 

During the 2010-2011 academic year, the Office of Human Resources introduced a new mandatory on-

line Harassment and Discrimination Training Program for Faculty and Staff.  This program outlines 

current laws and uses examples to illustrate words and behaviors that might reasonably be regarded as 

sexual harassment and discrimination, and therefore should be avoided. The principles within this 

program apply to essentially all forms of discriminatory harassment.  To enhance this mandatory training, 

we also worked with our colleagues at the College of the Fenway member institutions to develop the 

Employee Engagement Model and Manager’s Tool Kit.  This program is designed to help managers move 

from an environment of “compliance” to one of “choice” when building and improving an atmosphere of 

inclusivity.  

In May of 2011, the Office of Human Resources also introduced a new on-line Performance Management 

system designed to yield better teamwork and cooperation, set clearer expectations and increase job 

satisfaction.  Effective performance appraisals contribute to the enhancement of a climate that values all 

employees and helps to develop engaged employees who go above and beyond individual job 

requirements to contribute to the success of the College.   

The Office of Human Resources staff participated in the following professional development 

opportunities: 

 Successful Strategies: Recruiting and Retaining a Diverse Faculty, webinar presented by Dr. Abbie 

Robinson-Armstrong, Vice President for Intercultural Affairs at Loyola Marymount University. 

 10 Skills to Increase Your Community’s Diversity Competence, webinar presented by Dr. Maura 

Cullen. 

 Teaching inclusively in the College Classroom, presented by Dr. Matthew Ouellett, Center for 

Teaching and Faculty Development at the University of Massachusetts Amherst.  

 Attended NE-HERC’s event at Harvard University entitled “Best Practices for Recruiting and 

Retaining Diverse Candidates.” 
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Policies and Procedures 

The Office of Human Resources sends a copy of the Policies and Procedures Manual to all new 

employees.  In addition, faculty also receive a copy of the Faculty Handbook.  These publications are 

readily available in e-book format on the Portal.  Although these manuals contain the full text of all of the 

College’s policies, we also provide each employee with a copy of the most critical policies to sign at 

orientation.  These policies include Acceptable use for Computing and Communication, Harassment and 

Discrimination, Consensual Relationships, Drug-Free Workplace and Whistleblower policy.  Each of 

these pertinent policies ensures that the Emmanuel College community is one of civility and respect.  

Recruitment 

For academic year 2011-2012 we are very pleased to retain the Dissertation Diversity Fellow who was 

hired last year.  This position was developed to enhance the ethnic, racial and intellectual diversity at 

Emmanuel College.  The fellowship was designed for doctoral or MFA candidates from underrepresented 

groups engaged in completing their dissertations or theses.  

We also rehired the first Dissertation Diversity Fellow, Dr. Regine Joseph, as a full-time Assistant 

Professor of Foreign Languages and Global Studies with a multi-year contract.  Regine will also serve as 

the ecPULSE Coordinator. The ecPULSE Coordinator supports students in their transition into college by 

ensuring a successful academic and learning experience. This position will coordinate a pre-semester 

academic and cultural program from late August to early September and provide academic, cultural and 

moral support to students.      

We continue to use niche diversity websites for recruitment as part of our strategic diversity plan with the 

Colleges of the Fenway, including annual print/radio advertising campaign; Bay State Banner, El 

Mundo/Latino Career Guide, Cape Verdean News, India New England, and Sampan, Colors Magazine. 

We also placed poster ads on the MBTA to increase visibility in diverse neighborhoods.  

We also compiled a minority database from attended career fairs and diversity events and created a 

minority organizations database to use for targeted recruiting. The chart below displays a snapshot of our 

diversity applicants.  We increased our pool by 1% for 2010-2011.  We hired 14 people of color since 

January, 2011; 8 staff members and 6 faculty members.  
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Networking Opportunities 

In collaboration with the Colleges of the Fenway we hosted a networking event entitled “Looking for a 

Pathway to Success.”  This event showcased a panel of diverse entrepreneurs who spoke about how 

networking got their business started.  Entrepreneurs included Trish Carter (Dancing Dear), Josefina 

Bonilla Ruiz (Colors Magazine), Collette Phillips (marketing firm), Aaron Green.  We invited faculty and 

staff as well as members of the minority professional/civic associations that we have been working with.  

The Director of Human Resources served on the planning committee for the COF annual Dr. Martin 

Luther King Breakfast held on January 25, 2011.  The keynote speaker was William H. 'Smitty' Smith, 

Ed. D.  William H. Smith is the founding executive director of the National Center for Race Amity based 

at Wheelock College in Boston, MA. His prior higher education assignment was as executive director of 

the Center for Diversity in the Communication Industries at Emerson College.  The breakfast was 

attended by 176 people.  The evaluations stated that 79% rated it as excellent; 75% have attended in the 

past; and 81% networked and met new colleagues from other COF schools. 

PROJECTION 

The Office of Human Resources, in collaboration with other units at the College, is prepared to work on 

the following initiatives for academic year 2011-2012: 

 Review and update the Emmanuel College Policies and Procedures Manual to ensure that all new 

policies are included in the print format. 
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 Assist the Office of Academic Affairs with updating the Faculty Handbook. 

 In collaboration with the Office of Academic Affairs, develop diversity recruitment training 

program for search committees.  This training program will instruct faculty on how to write 

advertisements in a way that signals the College’s intentions to diversify and will challenge 

departments to develop a diversity plan with specific details as to how they would go beyond 

usual search protocols to diversity their pools.   

 In collaboration with the Office of Academic Affairs, develop a training program for Department 

Chairs to assist in their unique role at the College.  Topics would include establishing a collegial 

environment within the department, setting department goals, managing a budget, sharing the 

load of service tasks, mentoring junior faculty, documenting performance concerns and 

completing faculty evaluations. 

 Work with outside consultant to pilot a training program on cross-cultural competence including 

topics such as cultural awareness, experiencing cross cultural differences, developing cross 

cultural skills, and understanding the dominant American culture (as well as its own subsets) and 

other world cultures.  

 Continue to work with the Colleges of the Fenway on the strategic diversity plan and other 

training and professional development initiatives.  

  

THE OFFICE OF ACADEMIC AFFAIRS 

 
APPRAISAL 

 
Faculty/Administrator Development 

Academic Affairs sponsored a yearlong faculty development series focusing on a broad range of diversity 

and teaching strategy topics. Seminars, speakers, and round-table discussions were presented throughout 

the 2010-2011 academic year to stimulate discussions and ultimately inform academic instruction about 

inclusive teaching. The series consisted of the following topics: 

 Managing Class Discussions on Controversial Topics 

 Racism, Homophobia and the Creation of Anti-Bullying Legislation 

 Facing the Divides: Diversity, Learning, and Pathways to Inclusive Excellence 

 Teaching Inclusivity in the College Classroom 

 Diversifying the Curriculum 

 Teaching Film and the Representation of Race in American Culture 

The Office of Academic Affairs sent a team of faculty and administrators to the AAC&U conference 

Facing the Divides: Diversity, Learning, and Pathways to Inclusive Excellence in Houston, Texas for 

three days. The team reported their findings and shared their insights with the larger Emmanuel 

Community. The Dean of Arts and Sciences attended a webinar, Successful Strategies: Recruiting and 

Retaining a Diverse Faculty, presented by Dr. Abbie Robinson-Armstrong, Vice President for 

Intercultural Affairs at Loyola Marymount University. Information from the webinar will help with 

establishing clear recruitment strategies within Academic Affairs, particularly when recruiting faculty. 
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Recruitment 

For academic year 2011-2012 we are very pleased to retain the Dissertation Diversity Fellow who was 

hired last year.  This position was developed to enhance the ethnic, racial and intellectual diversity at 

Emmanuel College.  The fellowship was designed for doctoral or MFA candidates from underrepresented 

groups engaged in completing their dissertations or theses.  

We also rehired the first Dissertation Diversity Fellow, Dr. Regine Joseph, as a full-time Assistant 

Professor of Foreign Languages and Global Studies with a multi-year contract.  Regine will also serve as 

the ecPULSE Coordinator.  

We continue to use niche diversity websites for recruitment as part of our strategic diversity plan with the 

Colleges of the Fenway, including in print/radio advertising campaign; Bay State Banner, El 

Mundo/Latino Career Guide, Cape Verdean News, India New England, and Sampan, Colors Magazine. 

We also placed poster ads on the MBTA to increase visibility in diverse neighborhoods.  

We also compiled a minority database from attended career fairs and diversity events and created a 

minority organizations database to use for targeted recruiting. We hired 6 faculty of color since January, 

2011. 

Programming 

A yearlong planning effort between Academic Affairs and Student Affairs resulted in the establishment 

ecPULSE, a college access program. The program draws on the best of ecEdge and RISE. The new 

program supports first-generation students in their transition into college by ensuring a successful 

academic and learning experience. The program consists of a pre-semester academic and cultural program 

from late August to early September and provides academic, cultural and moral support to students 

throughout the year. We hired a coordinator for the program who reports to the Vice President for 

Programs and Partnerships.     

PROJECTION 

The Office of Academic Affairs has the following goals and initiatives for academic year 2011-2012: 

 Appoint faculty/staff to an advisory committee on supporting a diverse and inclusive community 

which will look for opportunities to support inclusive teaching and broadening the curriculum. 

 Work with human Resources with updating the Faculty Handbook. 

 Develop diversity recruitment training program for search committees. This training program will 

instruct faculty on how to write advertisements in a way that signals the College’s intentions to 

diversify and will challenge departments to develop a diversity plan with specific details as to 

how they would go beyond usual search protocols to diversity their pools.   

 Continue the Strategies for Inclusive Teaching and Learning series by drawing on our faculty, 

staff, and students. Invite outside speakers as needed.  

 Assess the effectiveness of ecPulse. 

 Work with the Director of Assessment to develop a “climate” survey. 
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THE OFFICE OF STUDENT AFFAIRS 

Pat Rissmeyer, Vice President for Student Affairs established a Student Affairs Sub-Committee 

on Diversity and Inclusiveness.  The Sub-Committee met twice during the Spring Semester.  

Membership included: 

 

 Co-chairs: Pat Rissmeyer, Vice President for Student Affairs 

  Damita Davis, Director of Multicultural Programs and Associate Director of 

Student Activities 

 

Members Staff 

  Andy Yosinoff, Associate Director of Athletics and Recreation 

  Lamonte Stamps, Assistant Director of Residence Life/Resident Director 

  Crista Carrick Mahoney, Campus Minister 

  Jessica Ferriero, Counselor 

  Students 

  DaJavon Davis, ‘11 

  Lismar Martinez, ‘12 

  Noah Doyle-Smith, ‘13 

  Nicole Haynes, ‘14 

 

The group was charged by the Co-chairs to develop short and long-term goals consistent with 

Sister Janet’s directive.  After reviewing and discussing the Diversity and Inclusivity Statement, 

and discussing it with their individual departments or student groups, committee members 

identified the following goals.   

 

Create an ‘open, reflective and safe space’ for conversations about diversity.   Crista 

Mahoney referenced faculty member Dan DeGooyer’s “Beautiful Conversations” and the 

students identified Black Student Union’s “Caf Talks” as examples.    

 

Identify institutional strategies for teaching people how to ‘accept diversity, value 

inclusivity and be civil in dealing with each other’.  Some colleges offer courses for all 

students on this topic, others offer workshops for faculty, staff and administration.  It would be 

helpful to address issues of social class, religion and disability within these educational 

programs.  

 

Define what inclusivity ‘would look like’ in our individual departments and among our 

student organizations and strategize to achieve this.  Most professions have standards which 

address this issue.  By way of example, Andy Yosinoff provided a comprehensive statement 

from the National Collegiate Athletic Association (NCAA) titled “Diversity and Inclusion within 

the NCAA.”   

 

Partner with individuals/groups to offer increased diversity and to demonstrate 

commitment to inclusivity.  As examples, the Counseling Center has a listing of therapists of 

color and counselors who specialize in ethnic/racial minority issues.   Campus Ministry 

collaborates with Legacy of Praise to offer performances and with the Black Student Union on 

Volunteer Week.   
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Develop and implement a protocol for addressing acts of intolerance.  Some colleges and 

universities inform the entire community about acts of intolerance.  In conjunction with others, 

Damita Davis has been working on a bias incident and hate crime response policy.   

 

The Sub-Committee members will develop a specific implementation plan for these goals in 

the fall. 

Vice President for Student Affairs Report on Staff Diversity 

Students at Emmanuel have requested that Student Affairs staff members reflect the gender, race 

and ethnicity of the student body.  This request is common among undergraduates on college 

campuses and recognizes that Student Affairs staff members serve as role models for traditional 

students.   Students in the minority, in particular, identify the need for professional role models 

whose personal characteristics and personal experiences reflect theirs.  At Emmanuel, students in 

the minority include male students and students of color and the Vice President for Student 

Affairs is committed to providing role models for these underrepresented groups.  

Student Affairs consists of the departments of Athletics and Recreation, Campus Ministry, 

Counseling, the Dean of Students Office, Student Activities, Residence Life and Housing, the 

Jean Yawkey Center and the Office of the Vice President for Students Affairs.  During the 2010-

2011 academic year, 31 professionals staffed these eight departments.   

According to statistics provided by the Office of Human Resources, 61% of the staff members 

are women and 39% are male.  84% of describe themselves as white, 6% describe themselves as 

black or African American and 10% describe themselves as of two or more races for a total of 

16% professionals of color.  In addition to the full-time professional staff, the Department of 

Athletics and Recreation employs 22 part-time coaches.  64% of the coaches are men and 36% 

are women.  64% describe themselves as white, 23% describe themselves as black or African 

American and 13% describe themselves as Hispanic for a total of 36% coaches of color. 

Summary of the work of the Office of Multicultural Programs 

Excerpted from the Annual Report of Damita Davis, Director of Multicultural Programs, 

July 2011 

 
The College employs a Student Affairs professional with responsibility for addressing the issues 

of diversity and inclusivity.  The Director of Multicultural Programs/Associate Director of 

Student Activities/ is charged to provide a safe and supportive environment, through programs, 

services and education opportunities, for Emmanuel students to explore issues of diversity and 

multiculturalism as well as to strengthen the connection for all students with each other and the 

Emmanuel College community.  

 

The Director advises all of the Student Government Association’s recognized multicultural clubs 

and organizations.  Together they plan thematic programs, new initiatives and special events.   

The Office works to achieve the following objectives: 
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1. Provides a forum for underrepresented students to reflect on their experience at 

Emmanuel, through the Nia Retreat for Students of Color. 

 

2. Sustains programs and initiatives, for example, the Through the Wire Series, theme 

month program such as Native American Heritage Month and cultural events such as 

Lunar New Year, as well as the Multicultural Executive Board Retreat.  

 

3. Offers annual recognition programs for incoming/graduating students of color and 

majority students who wish to participate through programs like the See Your Goal 

Ceremony and the Commencement Celebration for Students of Color. 

 

4. Offers on campus employment opportunities for low-income students with work study, 

particularly first year students.   

 

APPRAISAL 

 

Over the past five years, participation in these programs has been strong and students have come 

to view these initiatives as an important part of student life.     

 

For example, the Through the Wire Lecture Series in its fifth year continues to provide 

speakers/lectures that serve as a way to stimulate intellectual discourse on campus with an 

emphasis on issues of race, racism, and socioeconomic status. Through the Wire is a good 

example of a program that supports diversity and inclusivity as it is co-sponsored by the Asian 

Student Association, Black Student Union, CASE, CVSA, HUELLAS and Student Government 

Association and brings together a representative group of student committed to examining issues 

of oppression.  Students involved in the program describe the experience as one that “provides 

students with an opportunity to learn about and discuss topics that may not be covered in the 

classroom. It’s a program that supplements the classroom experience.”  Through the Wire 

offered two lectures this year.  One on October 19, 2010 Religion and Sexuality presented by Fr. 

Walther Cuenin and one on February 22, 2011 The Challenge of Race and Religion in the Age of 

Obama  presented by Dr. Emmett Price 

The Multicultural Executive Board Retreat is designed to assist executive board members of the 

multicultural clubs/organizations to prepare for their roles as a student leader on campus.  

Participation in this retreat is strong with 91% student leader participation rate.   This was a 

decrease of 4% from the previous year due to work, family or other leadership obligations that 

they may have.  

 

The Nia Retreat for Students of Color had a 55% increase in participation in the retreat from the 

previous year. Students who participated in the retreat expressed the benefits that the retreat has 

on their college experience.  Many indicated (on program evaluations) that the retreat provided 

them “with a place to relax, vent and express themselves to others that truly understand them”; 

and the retreat allowed them to release emotionally what they keep bottled up at school.  Overall, 
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participants gained a sense of identity, an additional support network and the ability to learn from 

fellow classmates.  

 

To assist new students to focus on long-term academic success, the Office annually hosts the 

multicultural student welcome reception.  As part of this event, the See Your Goal gown 

ceremony takes place.  Designed to inspire incoming first year student to achieve their goal of 

obtaining a degree, See Your Goal offers students the opportunity to take a “graduation” photo in 

their cap and gown, and then a class photo.  Students who participate in this tradition receive a 

copy of their photo with an inspirational note.  The class photo is also blown up and hung in the 

office.   As of September 2010, over 100 students have participated in this program.  The 

capstone to this tradition is the Commencement Celebration for Students of Color, which also 

saw a rise in participation.  Largely due to the overall size of the senior class (Class of 2011), 

over 40 students (approximately 50% of seniors who have identified as an ethic minority), from 

diverse backgrounds participated in the ceremony, which is a 60% increase from the year before.    

 

For the third time, the Office coordinated the Southern Africa Service Learning Trip in 

partnership with the Ubuntu Institute.  Eighteen students were selected out of 57 applicants to 

participate in the program.  In addition to expanding the number of participants, there were 3 

staff members and an alumnus who accompanied the students.  By our date of departure 10 

students, 3 staff and 1 alumnus traveled to Southern Africa to provide service to those affected 

by HIV/AIDS.  Twenty-six members of the Emmanuel community have participated in this 

international service program to date. Students who participated in this trip gained a new world 

view, particularly the view of Africa as it has been widely misunderstood and misrepresented.  

Participants came to view this part of the world through a more informed lens.  They were able 

to use their knowledge of the values, traditions, norms and customs of the people of South Africa 

and Swaziland to understand the issues.  Participants also, gained a new sense of self as 

Americans and citizens of the world; particularly students of color who primarily identify 

themselves by ethnicity and not national origin.  As one student put it, “I returned with 

knowledge that I can share with the world…most of all, I returned as a more enlightened and 

aware individual who is ready to implement the change I want to see in the world.”   

The coordination of the Southern Africa Service Learning Trip also created opportunities to 

work with departments outside of student affairs.  The Office of Development and Alumni 

Relations and the Art Department were instrumental partners in fundraising efforts for the trip 

and we are grateful for their support.  

However, with all the successes there were several challenges, particularly in the area of theme 

month programming/new Initiatives.  In the 2010-2011 academic year, the Office provided less 

than 10% of the theme month programming (Black History Month, Latino Heritage Month, 

Lunar New Year etc.)  With the exception of a performance by Native American Dancers and 

co-sponsoring Out and Proud Week, with Rainbow Connection, departmental programs in this 

area were non-existent.  The decrease is largely due to budget cuts in the Student Activities and 

Multicultural Program budgets.  
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There were also challenges in the area of new initiatives as well.  In September of 2010, the 

Office hosted, Envy of the World: Men of Color Summit.  The summit was designed to address 

the lack of men of color in leadership roles on campus, the decrease in retention/graduation rates 

for men of color, and the many unique challenges men of color face in college, and at 

Emmanuel.   Summit topics included self image and self worth, HIV/AIDS in the black and 

Latino communities, professionalism in the age of social media and Asian male sexuality.   

Presenters were men who are members of the academy, in corporate America, health care 

industry and Emmanuel students.  As one student stated in his evaluation the summit 

“established a good environment and dynamic for young brothers to embrace each other and 

address certain issues pertaining to us in society.”  Although a successful event and the 

participants requested that the summit be offered as an ongoing event, the majority of the 

participants of the summit came from colleges throughout Massachusetts.  There were few 

students from Emmanuel who attended the summit.  Given the cost, time, resources and planning 

put into this event, prior to offering it again, Damita would conduct a needs assessment for men 

of color at the College.  

Damita Davis works with student leaders to insure that they demonstrate openness to all students 

and an understanding of the some of the issues particular to underrepresented students.  During 

the past year, she facilitated a workshop with the Resident Assistants and with the Orientation 

Leaders.  In addition, Damita was invited by Mirtha Crisostomo to facilitate discussion in Dr. 

Crisostomo’s First Year Seminar, Higher Education: Right or Privilege.   Expanding diversity 

and inclusivity education to majority populations is a future goal of the Office. 

During this past academic year, a student worker conducted research on how to include majority 

students more into multicultural programs as well as an informal assessment of the Office’s 

programs and services from a majority perspective.  Based on the information gathered, the 

student recommended that promotional materials and the website for multicultural programs be 

updated and incorporate language and images that are more inclusive of all students.  The student 

worker also developed two new initiatives to aid in expanding programs/services offered.  The 

first was a student advisory board for the Office.   The student advisory board’s mission is to 

“promote, advocate, and educate for the goal of cultural competency and acceptance in a safe 

and educational environment. “  The advisory board consists of a chairperson, a representative 

from each class, a secretary and a representative to Student Government Association.  

The second initiative is an ally peer mentor program.  “Authentic Allies is a peer mentor 

program that will promote and facilitate the expansion of cultural competence and awareness 

through educational outreach opportunities on campus.  They will also address issues of 

ethnicity, spirituality, sexual orientation, leadership skills, diversity and social justice.”  Both 

programs have yet to be implemented, due to lack of human and financial resources to ensure 

sustainability of these programs over time.  
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PROJECTION 

 

Office of Multicultural Programs 

Although there were many successes during the 2010-2011 academic year, the informal review 

conducted by the office assistance yielded the following information: 

 A formal assessment of multicultural programs must be conducted as well as a climate 

survey to give validity to the student experience and to address the needs of the student 

population as it relates to diversity.  

 Promotional materials for multicultural programs must be updated and should include 

more inclusive language /images that will incorporate majority students in the diversity 

initiatives at Emmanuel.  

 The bias incident and hate crime response policy must be instituted and made part of the 

student handbook and judicial process at the College.  It will also include the creation of 

a bias response team. 

 Additional programs/initiatives should not be implemented unless the proper resources 

are available to do so (i.e. human and financial). 

 

CONCLUSION 

 

This report summarizes the work of Student Affairs in Supporting a Diverse and Inclusive 

Community at Emmanuel College during the 2010-2011 academic year.  It summarizes the goals 

of the Student Affairs Sub-Committee on Diversity and Inclusiveness and recommendations of 

the Director of Multicultural Programs.  During the upcoming year, the members of the Sub-

Committee on Diversity and Inclusiveness will select two-three key goals delineated in this 

report and implement strategies to achieve them.   

 


