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INTRODUCTION

The face of higher education has changed dramatically over
the last several decades. Whereas women have been a part of
higher educatiocn for many years, women, including women of
color, now are the majority of undergraduate students and
are fast becoming the majority of master's degree candidates
as well. Together with minority men, women and minorities
constitute over 60 percent of all students at the
undergraduate level.'

In any time, the failure of our society to integrate key
segments of its population should be of major concern. It
is especially worrisome now, as we look toward the 21st
century. Shortly after that milestone, one-third of
Americans will be members of minority groups.? If the
current trends prevail, in about 2056 "whites" will no
longer be a majority of Americans.?

Lehigh University always has taken great pride in preparing
its students well for a useful life. It is even more
critical that Lehigh educate today's students for a world
that is becoming increasingly culturally diverse and
globally interdependent. To do this, Lehigh students,
faculty, and staff must include men, women, people from
different racial and ethnic backgrounds, and people from all
socioeconomic groups and geographic areas.

Diversity in higher education is a topic that is commanding
a great deal of attention as colleges and universities respond to
both the need for and the demands of pluralistic campuses. At
Lehigh, we intend to make a new commitment to improving the
quality of life for all members of our University community. We
begin by asserting our belief that gender, racial, ethnic,
cultural, religious, and other individual or group differences
enrich the educational and social environment in which we learn

The New Agenda of Women for Higher Educat HY.
of the ACE Commission on Women in Higher Educgtlog
(Washington, D.C.: American Council on Education,
1988), p. V.

2 one-Third of a Nation: A Report of the Commigsian on
Minority Participation in Education and American Life
(Washington, D.C.: American Council on Education,

1988), p. ix.

3 "Beyond the Melting Pot." Time Magazine. April 9, 1990,
p. 28.

4 Peter Likins, January 1989.




and work. However, creating a truly diverse environment requires
much more than a simple declaration. We must identify the
problems that inhibit communication and understanding at Lehigh
and implement strategies for promoting a renewed sense of mutual
respect, partnership, and community among the people around us.

In January 1989, President Peter Likins appointed two
Presidential Commissions, a Commission on Minorities and a
Commission on Women, and gave them an 18-month charge to examine
and make recommendations for improving the quality of life for
African American, Hispanic American, and female members of the
Lehigh community. Recognizing that Lehigh is a single community
and that all members of this community are interrelated, we
firmly believe that improving the quality of life for minorities
and women will greatly benefit everyone.

This final report contains the major findings, conclusions
and recommendations of the two commissions. The next section of
this chapter briefly describes the 18-month history of the
commissions. Subsequent sections contain summaries of their
recommendations organized by major agenda areas. The final
section proposes future administrative action to be taken in
response to this report. Chapter 2 contains the complete study
group and task force reports. Chapter 3 contains summaries of
student, faculty, and staff questionnaires.

THE PROCESS

President Likins appointed Provost David Sanchez as
Chairperson of the Commission on Minorities and Associate Dean of
Arts and Science Judith Lasker as Chairperson of the Commission
on Women. Approximately thirty commissioners were named to each
commission with representation from faculty, professional staff,
support staff, undergraduate students, graduate students, alumni,
and members of the Board of Trustees. A temporary position,
Assistant to the President for Human Relations, was created to
provide staff assistance.

Each commission was divided into five study groups:
Academic Programs and Services; Campus Life; Conditions of
Employment; Institutional Climate; and Recruitment, Retention and
Advancement. Each study group came up with a list of issues of
concern and an action plan. In addition, the Commission on Women
formed a task force on sexual harassment and a task force on
childcare.

As the commissions began to play a visible role on campus,
additional faculty, staff, and students expressed interest in
working on the commissions. The commission chairpersons welcomed
these volunteers and encouraged all members of the Lehigh
community to become involved. By May 1989, over 100 people were
participating in commission activities.
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In June 1989, Lasker and Sanchez presented a preliminary
report to President Likins and the Lehigh University Board of
Trus?eeg. The Trustees were supportive of the early work of the
commlssions and encouraged the commissioners to keep up their

igggrts in anticipation of receiving the final report in June

During the summer of 1989, it became obvious that efforts
and energy could be better utilized if several of the study
groups were combined. As a result, the two commissions merged
their study groups on Academic Programs and Services and their
study groups on Recruitment, Retention, and Advancement. Another
change in the Commission on Women was the appointment of Vice

Provost Patti Ota as chairperson, replacing Judith Lasker who
went on academic leave.

The commissioners realized that in order to understand how
members of the Lehigh community felt about the quality of life at
Lehigh, that community should be surveyed. Separate
questionnaires for students, faculty, and staff were prepared,
distributed, and tabulated. Results from the gquestionnaires were
used by the study groups to identify issues and formulate
recommendations. (See Chapter 3.) A separate survey was also
distributed to all members of the Lehigh community assessing the
childcare needs of Lehigh employees and students. The Commission
on Minorities also held forums in which panels of African
American and Hispanic American faculty, students, and staff
discussed their perceptions of the quality of life at Lehigh.

Other strategies used by the commissions to accomplish their
tasks included contacting other colleges and universities to
compare programs and services, bringing in consultants to help
analyze Lehigh's climate and to provide suggestions for possible
improvements, and circulating commission reports from other
institutions, as well as articles and other information about
minorities and women. Monthly meetings were held for all
commissioners on special topics such as sexual harassment,
affirmative action, minority participation in higher education,
and student attitudes about balancing professional and personal
lives. Commissioners also were encouraged to attend programs on
campus sponsored by the Black Students Union, the WOmen's ?tUQ1es
Council, and the Affirmative Action/Egual Opportunity Commission.

Each of the seven study groups and two task forces’submitted
their recommendations in March 1990. These recommendat}ons are
summarized in the following sections according to the six major
agenda areas: academic programs; institu?ional cllmate.and
campus life; employment conditions; recruitment, retention gnd
advancement; sexual harassment; and childcare. Recommen@atlons
proposed by more than one study dgroup oOr tgsk erce are 12clud§d
only once in the summaries. Readers of this report are strongly
encouraged to read the complete study group and task force

reports. (See Chapter 2.)



Concurrent with the operat@ons of Fhe two Pre51de2:;a1
Commissions, Lehigh began a series of diversity awgien S e
workshops for all members of the University communé Yés e atas
purpose of these workshops is to make facul@y, stu entives
more aware and appreciative of differences in pergpec us,
attitudes and values that are part of a plurgllstlc caTg S the
community. By the end of the 1989-90 acaqem}c'yeai, amber of
staff, 25 percent of the faculty, and'a’51gn1f%can nu ool geing
undergraduate students will have participated in these
diversity awareness programs.

The activities of the Commission on Minorities and the
Commission on Women and the diversity awareness works@ops'ggzz
given high vigibility to the concerns and status of minoriti 2
and women on the Lehigh campus. However, we have only begund
develop a community where diversity is nurtured and respected,

and where our differences are recognized as a source of strength
and vitality.

ACADEMIC PROGRAMS

It is generally accepted that women, African American, and
Hispanic American students should have access to courses that
help them understand their unique histories. However, in order
to prepare Lehigh students for leadership roles in today's
diverse and global society, it is important that all our students
be exposed to courses that deal with issues of gender, race,
class, ethnicity, and other forms of cultural and social
diversity. Through such exposure, students not only learn about
people of a different gender or with different heritages, but
also gain new perspectives on themselves and a richer

understanding of how all humans are affected by society and
culture.

In order to provide the appropriate academic programs, a
two-pronged approach is necessary. First, existing
interdisciplinary programs need to be enhanced and new prograns
developed to expose our students to issues of gender, race, and
culture. These programs must reflect not only political and
economic considerations, but also the entire spectrum of
interests associated with a rich cultural heritage. Second, the
curriculum must be revised so that the experiences of women and
minorities and issues of diversity are addressed as a matter of

course throughout the curriculum. These specific recommendations
are designed to accomplish these goals.

1. Hire a permanent director of the Women's Studies Program at
the rank of full prof

essor and provide appropriate
administrative support.

Responsibility: Provost, Deans of Colleges
Annual Cost: $90,000
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AppoinF tenured Lehigh faculty members as directors of the
Hispanic American, African American and Women's Studies
programs. (In the case of Women's Studies, the appointment
would be as interim director until a permanent director is
hired.) Release each director from one course each
semester. Provide appropriate administrative support.

Responsibility: Provost, Deans of Colleges
Annual Cost: $46,000

Hire each year a distinguished visiting scholar or artist-
in-residence for the Latin American and Hispanic American
Studies program who would offer a course each semester in
his or her area of expertise and would assist Lehigh faculty
in enhancing its Hispanic American Studies program.

Responsibility: Provost, Deans of Colleges
Annual Cost: $50,000

Hire two additional visiting faculty for the African
American Studies program, one at the senior level and one at
the junior level, who would offer courses in their area of
expertise and would assist Lehigh faculty in developing an
African American Studies program.

Responsibility: Provost, Deans of Colleges
Annual Cost: $112,000

Establish visiting committees for the Women's, Hispanic
American, and African American Studies programs.

Responsibility: Vice Provost, Program Directors
Annual Cost: $9,000

Establish colloguia series for the Women's, Hispanic
American, and African American Studies programe. The
colloquia should focus on issues, concerns and ideas of
women and minorities.

Responsibility: Program Directors
Annual Cost: $7,500

Select appropriate material for core 1ibrary'collecti?ns in
Women's, Hispanic American, and African American Studies.

Responsibility: Library, Program Directors
One-time cost: $5,000

Plan and implement seminars for Lehigh faculty designed to
help them incorporate materials by and about women and
minorities into their courses. Utilize outside cgnsultants.
Provide stipends for participating faculty. Crucial to
these curriculum development efforts is the strong
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requirement that activity by faculty in program and course
development in minority and women's studies counts in the
matrix of factors that affect decisions regarding promotion,
tenure, and merit review.

Responsibility: Provost, Deans of Colleges,
Program Directors
Annual Cost: $21,000
9. Establish a Presidential Task Force to investigate the

desirability and feasibility of requiring all Lehigh
students to take courses that introduce them to gender,
multiracial and multicultural issues and to the
accomplishments of women and minorities in America and the
world at large.

Responsibility: President
Cost: None

INSTITUTIONAL CLIMATE AND CAMPUS LIFE

Of course it is not only the academic programs that affect
what and how much students learn. Campus climate, residential
life, extracurricular activities, the community at large, and the
relationship of the faculty and staff to the students all play a
role. It is incumbent on Lehigh to provide an environment that
attracts, supports, and encourages the development of a diverse
student population and nourishes a community grounded on exchange
and mutual respect among all groups of students, faculty, and
staff. It is essential that we use every resource at our
disposal to enable our students to fulfill their potentials,
inside and outside of the classroom, while at Lehigh and during
the rest of their lives. The following recommendations address a
wide range of issues affecting institutional climate and campus
life. .

1. Establish the Commission on Minorities and the Commission on
Women as standing committees of the University to assist in
the implementation and evaluate the progress of the
recommendations of the two Presidential Commissions.

Responsibility: President
Annual Cost: None
2. Increase the percentage of African American and Hispanic

American undergraduate and graduate students at Lehigh.

Responsibility: Admissions, Graduate School, Faculty,
Student Affairs, Development
Annual Cost: Unknown/substantial




Send clear messages that sexist and racist behavior will not
be tolerated at Lehigh.

Responsibility: Trustees, President, Vice Presidents,
Deans of Colleges, All Managers
Annual Cost: None

Provide a wider range of housing and social alternatives
conducive to a more diverse and inclusive communlty, and
provide incentives for students, individually and in groups,

to fashion living patterns suitable to their developing
needs and interests.

a. Adopt a policy whereby recognition of all special
interest housing groups, including fraternities and
sororities, shall be understood as a special privilege,
the renewal of which is contingent upon periodic
demonstration of significant contribution to the
desired campus climate.

b. Establish clearly articulated standards for
"contributing to the desired campus climate" and a
residence-review process through a committee consisting
of students, faculty, and administrators.

c. Reduce the influence of the Greek system, and of
fraternities in particular, until there is adequate
"room for diversity" or until Greek housing and other
housing options can compete as equals.

Responsibility: President, Student Affairs,
Residence Life
Annual Cost: Unknown

Promote additional opportunities for interaction among
minority and majority students.

a. Sponsor events in Club 31, BSU Room, Umoja House, Greek
houses, International House.

b. Encourage key student leadership groups to CoO-sponsor
events with BSU and Salsa.

c. Encourage student groups to send representatives to BSU
and Salsa meetings

d. Utilize more effectively student presidents' group to
enhance communication and collaboration.

e. Sponsor more movies and events focusing on African
American and Latino themes or issues.



Responsibility: Dean of Students
Annual Cost: $3,000

Sustain efforts initiated last year to improve the
residential climate for minority students.

a. Continue to encourage African American and Latino
students to live in on-campus residences.

b. Provide support for continued existence and enhancement
of Umoja House.

c. Persist in efforts to increase the number of minority
gryphons and hall directors.

Responsibility: Dean of Students, Residence Life
Annual Cost: Unknown

Improve multicultural and diversity awareness at Lehigh.

a. Provide on-going multicultural/diversity training for
the Lehigh community including members of the Board of
Trustees. Expand training to encourage, develop and
foster cross-cultural awareness throughout the
University community.

b. Increase gryphons' educational programming requirements
to include programs each semester on issues faced by
minorities and women on the Lehigh campus.

c. Develop more systematic training for gryphons, peer
counselors, and other student leaders on minority and
women's issues.

d. Increase interdepartmental coordination and co-
sponsorship of minority and women's programs;
coordinate calendar and advertising essential to large
programming efforts; increase liaisons with
professional staff and faculty with particular areas of
expertise.

e. Make diversity training an integral component of
freshman orientation.

f. Develop a University 101 course to address issues
related to women, minorities, sexual and racial
harassment, and diversity.

Responsibility: Faculty, Student Affairs,
Residence Life, AAEOC
Annual Cost: Unknown
8




10.

11.

12.

13.

14.

Ensure th§t minori?y students, faculty and staff are
included in all University publications and are
depicted in positive ways.

Responsibility: University Relations, Admissions,
College Relation Officers
Annual Cost: None

Use the campus media to present views on multi-cultural
lissues. '

a. Encourage the use of the Commentary section in Brown
and White to educate the campus.

b. Identify opportunities to use LehighWeek, WLVR and
other campus media to address multicultural issues.

c. Have the President and other key officials present
visible, clear statements on institutional commitment
to a supportive, pluralistic campus climate.

Responsibility: President, University Relations
Annual Cost: None

Dedicate University space to Salsa.

Responsibility: Dean of Students
One-time Cost: Unknown

Designate Martin Luther King Day as an official University
holiday and provide appropriate programming.

Responsibility: President
Annual Cost: $2,500

Promote the academic success of minority athletes.

Responsibility: Athletics, Deans of Colleges
Annual Cost: Unknown

Establish a Women's Center and provide appropriate staff and
expense support.

Responsibility: Provost, Dean of Students
Annual Cost: 540,000

Improve recreational facilities and women's athletic
programs.

a. Expand recreational space and fitness center and
provide suitable fitness equipment for women.



15.

16!

17.

18.

19.

Responsibility: Athletics
One~time Cost: $50, 000

b. Increase the bus service to Goodman Campus for athletes
and students.

Responsibility: Athletics, Transportation Services

Annual Cost: Unknown

c. Add varsity women's soccer and golf programs.

Responsibility: Athletics

Annual Cost: $50,000

d. Add a minimum of two additional full-time coaching
positions for women's sports

Responsibility: Athletics

Annual Cost: 75,000

Appoint a faculty member and/or professional staff member to
administer and coordinate a leadership training program for
women.,

Responsibility: Provost, Student Affairs
Annual Cost: $2,500

Improve campus lighting and pedestrian safety.

Responsibility: Physical Planning, Dean of Students
One-time Cost: $100,000

Make a clear statement about the institution's position on
apartheid.

Responsibility: Board of Trustees, President
Annual Cost: Unknown

pevelop a measurement tool that will assess the
1nst§tutlonal climate of the Lehigh community as it relates
to minorities and women.

Responsibility: Human Resources, Provost,
Student Affairs
Annual Cost: Unknown

Incorpqrate information about racial minorities in
acadenic lectures, and provide opportunities and a

forpm for discussion for students to research related
social issues.

Responsibility: Provost, Deans of Colleges, Faculty
Annual Cost: None
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20. Identlfy some predominantly Black or Puerto Rican colleges
or universities that would agree to have collaborative
relationships with Lehigh.

Responsibility: President, Provost, Deans of Colleges
Annual Cost: Unknown
21. Develop summer 1nternsh1ps for minority students to obtain

experience in various administrative or academic areas.

Responsibility: Vice Presidents, Deans of Colleges,
Faculty
Cost per Student: $3,750

22. Have the Affirmative Action /Equal Opportunity Commission
sponsor quarterly speakers on Ydiversity" for the entire
University employee community.

Responsibility: AAEOC, Human Resources
Annual Cost: $8,000
23. Develop closer ties with the local Hispanic communities and

provide them opportunities to be a part of Lehigh through
such activities as outward bound summer programs,
parent/child weekends, summer academic enrichment programs,
cultural activities, job fairs, and open houses.

Responsibility: Human Resocurces, Provost, ;
Community Relations, Student Affairs
Annual Cost: Unknown

CONDITIONS OF EMPLOYMENT

While the promotion of a truly pluralistic community is
a philosophy that most people appreciate, it is a philosophy that
is not often translated into actions in the workplace. All
Lehigh employees are entitled to a humane and equitable work
environment free from barriers arising from racial, ethnic or
gender differences. As diversity must and will continue to grow
at Lehigh, we will increasingly need skilled managers comfortable
in dealing with people across boundaries of gender, race, class,
and ethnicity. We must train these managers to develop these
skills, and we must hold managers at every level accountable for
implementing affirmative action and staff development policies.

Many women employees are working single parents or members
of two income households, and most working women shoulder a
greater burden of household and child care responsibilities than
do their male counterparts. Moreover, it is common to find women
employees "clustered" in positions at the bottom of the
organizational hierarchy. As a result, the segment of our
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working population with the greatest need for flexibility in
scheduling multiple responsibilities has the least power to do
so. Lehigh must take a responsive and flexible approach toward
helping all of its employees balance work and family.

The following recommendations are designed to improve the
conditions of employment for all members of the Lehigh workforce.

1. Prepare and distribute a supervisor's manual dealing
with appropriate responses to work/family conflicts
such as flexible work schedules, job sharing, reduced
workloads, telecommuting, work from home, and family
care leaves. Distribute the work/family manual in
conjunction with a series of workshops on work/family

issues.
Responsibility: Human Resources
One-time Cost: $2,000
2. Designate an impartial, confidential mediator in cases where

a supervisor denies flexible work options which his or her
supervisee feels would be appropriate.

Responsibility: Human Resources
Annual Cost: None

3. Allow support staff to accumulate unused sick/excused
absence days which could be carried over from one year to
the next.
Responsibility: President's Council
Annual Cost: Unknown

4. Continue and fund parenting support groups for employees.
Responsibility: Human Resources
Annual Cost: $1,000

5. Make a significant financial effort to bring support staff

salaries up to 100% of market equity.

Responsibility: President's Council
Annual Cost: Unknown
6. Consider gqualified internal applicants without formal

academic credentials for promotion to an intermediate level
pending the acquisition of formal degrees or training.

Responsibility: Human Resources
Annual Cost: None

7. Publicize Lehigh's educational benefit at regular periodic
sessions.
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Responsibility: Human Resources
Annual Cost: None

8. Make career counseling available twice a year with a modest
co-payment by participating staff members.

Responsibility: Human Resources
Annual Cost: $2,000
9. Establish a volunteer mentoring program for professional and

support staff,

Responsibility: Human Resources
Annual Cost: None

10. Arrange biennial gatherings of support staff.

Responsibility: Human Resources
Annual Cost: $2,000

RECRUITMENT, RETENTION AND ADVANCEMENT

Lehigh needs the perspectives and contributions of
minorities and women in all arenas and at all levels of our
University. In order to increase the number of minorities and
women in our student body, faculty and staff, Lehigh must adopt
more aggressive programs for recruiting and retention and nust
provide appropriate opportunities for advancement. We must never
forget, however, that the success of such programs will depend on
our ability to foster an interactive community that views its
diversity as a unique asset.

The purpose of these recommendations is to improve the
recruitment, retention and advancement of minority and women
students, faculty and staff.

1. Improve our abilities to recruit and retain minority
and women undergraduate students.

a. Continue adequate support (staff, computing
capabilities, budget) for recently implemented
admissions programs (e.g., using volunteer
undergraduates as recruiters; using parents of students
as recruiters; developing relationships with high
school counselors) and for the analysis and evaluation
of such programs.

b. Continue to explore possibilities for new admissions
programs (e.g., purchasing lists of potential
applicants, hosting programs for school guidance
counselors in geographic areas with large
concentrations of minority students).

13



Increase funding for financial aid.

Review financial aid policies that may have payticular
impact on Lehigh's ability to recruit and retain
minority and women students.

continue support for programs that have been effective
in retaining minority students at Lehigh; explore
possibilities of acquiring additional support to
enhance such programs.

Encourage the further development of pre-college
academic programs both in the schools and on campus,
with emphasis on participation of female and minority
students.

i) Coordinate information on existing local programs
and initiatives through the Provost's Office.

ii) Pursue funding opportunities to develop pre-
college summer programs that draw on a regional
and national, as well as local, base.

iii) Ensure that faculty efforts in this area are
adequately recognized as professional activities.

Responsibility: Admissions, Provost, Student Affairs,

Development

Annual Cost: Unknown/substantial

Improve our abilities to recruit and retain minority and
woman graduate students.

a.

Increase our efforts to ensure that the overall
environment for and status of graduate students
continue to be enhanced.

i) Ensure that initiatives and services provided to
students by the Graduate School are not diminished
following the elimination of the position of a
full-time Dean (e.g., Graduate Student Council, TA
Training Program, Graduate Student Orientation).

ii) Evaluate the adequacy of other services for
graduate needs (e.qg., Counseling Center, Health
Services, fitness facilities, housing) and provide
funding where improvements are needed.

Require graduate programs to develop recruitment plans
to increase the enrollment of students from under-

represented groups; increase or reallocate funding and
staff time needed to implement these recruitment plans.
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Increase targeted fellowship support for groups under-
represented in graduate programs.

i) Evaluate distribution of current fellowship
support in the departments, Colleges, and Graduate
School to determine if additional existing
fellowships should be targeted for
underrepresented groups.

ii) Increase support to create new fellowships, in
addition to the current two Provost's Fellowships
and two University graduate fellowships,
designated for minorities.

iii) Develop funding to continue support for the two
Patricia Roberts Harris Fellowships, which are
designated for minorities and/or women in fields
in which they are underrepresented, after grant
support ceases in 1992,

Encourage the further development, with strong priority
on enrollment of minorities and women, of special pro-
grams that bring undergraduate students from other
colleges to Lehigh (e.g., the summer research programs
in the sciences).

Evaluate the data from the forthcoming graduate student
survey to determine problem areas identified by
students and topics requiring further investigation,
paying particular attention to those affecting
minorities and women.

Establish a supportive environment for minority and
women graduate students at the departmental level:

i) Continue diversity awareness workshops for faculty
and graduate students.

ii) Encourage formation of an informal mentoring
program for minority and women graduate students,
similar to the program for new women faculty.

iii) Strengthen graduate student orientation to respond
to student concerns.

Responsibility: Provost, Graduate School,

Student Affairs

Annual Cost: Unknown/substantial

Improve our abilities to recruit, retain and promote

minority and women faculty.
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Phase in, over a period of four years, a fund of
$200,000 to allow departments to hire minority faculty
even if no slots are open. The implication of this
would be to reallocate from newly vacated slots
somewhere within the University.

Officially designate the Academic Deans as the
principal affirmative action officers of their
colleges.

i) Reaffirm the use of affirmative action perfo;mance
as an lmportant component in each Dean's merit
evaluation.

ii) Have each Dean conduct a yearly meeting with the
chairpersons of faculty search committees,
explaining the meaning of affirmative action in
searches, and stressing its importance in
accordance with University principles.

iii) Require, prior to scheduling of candidate
interviews, that each Dean certify to Provost's
Office that a sincere effort has been made to
identify minority and female candidates for vacant
faculty positions. In absence of such
certification, have Provost's office refuse to pay
costs of interviews.

iv) Encourage search committees to involve minorities
from other departments, colleges or the community
in the search process. Have Provost's Office
provide appropriate travel costs and honoraria to
external participants in a search.

Further develop the mentoring process for junior

faculty, especially women and minorities.

i) Develop written gquidelines for mentors about the
expectations of this role.

ii) Gather feedback on the effectiveness of mentoring
programs.

iii) Add a section to the annual faculty accomplishment
forms in which senior faculty may state how they
have helped further the careers of junior faculty.

iv) Encourage junior faculty to establish
collaborations at Lehigh and at other
universities, and identify the resources needed to
make such collaborations possible.
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v) Encourage and support travel to professional

meetings.

d. Develop methods to hire and retain couples who are both
academicians. Help non-faculty spouses find
employment.

Responsibility: President, President's Council

Annual Cost: $50,000 (for four years)

Improve our abilities to recruit, retain and provide
advancement opportunities for minority and women staff.

a. Establish a Higher Education Administration
Internship Program to provide advancement
opportunities for minorities in staff positions at
Lehigh through a rotational learning program.

Responsibility: Human Resources
Cost per Participant: $3,750
b. Maintain commitment to middle school programs that

encourage students to graduate from high school and
attend college.

Responsibility: Admissions, Career Services, Deans of
Colleges

Annual Cost: $1,500

c. Create a position to coordinate local outreach programs

in middle schools and high schools.

Responsibility: President's Council
Annual Cost: $28,000
d. Increase advertising to reach more effectively

minority and female applicants for staff
positions. Develop methods to increase minority
and female representation in applicant pools and
to target specific groups.

Responsibility: Human Resources
Annual Cost: $4,600
e. Prepare a data base of current programs that

involve affirmative action and community outreach.
Tap the Lehigh employee network and use it for )
recruiting, public relations and referrals to help
develop closer ties with local Hispanic and
women's groups.

Responsibility: Community Relations, Human Resources
One-time Cost: $1,000
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f. Provide consistent training to all new supervisors and
department heads with management and hiring
responsibilities. Topics to be covered include .
positive employee management, interviewing, selection,
affirmative action, and problem solving.

Responsibility: Human Resources
Annual Cost: $10,000
g. Provide recognition to employees for contributions to a

better workplace such as cost saving ideas, quali?y
service, years of service, attendance, and community

service.
Responsibility: Human Resources
Annual Cost: Unknown
h. Evaluate the performance of managers and supervisors

based on their efforts to help Lehigh meet its
objectives in hiring, retention, employee development,
and achieving multi-cultural diversity.

Responsibility: Vice Presidents

Annual Cost: None

i. Facilitate support groups and networks for minority
employees to promote contact, communication and
assistance.

Responsibility: Human Resources

Annual Cost: None

3. Hold orientation sessions for new employees to welcome

them, help them understand how Lehigh works, meet other
employees, and establish a network for assistance and

learning.
Responsibility: Human Resources
Annual Cost: None
k. Develop a career awareness program to encourage

employees to examine their skills, strengths,
weaknesses, goals and objectives, and to take control
and aim for goals and objectives relating to their
career. Target minecrity and women employees.

Respensibility: Human Resources, Career Services
Annual Cost: $4,000

Create a position Executive Assistant to the President
responsible for the implementation of many of these
recommended programs and to maintain a centralized location
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for information and assistance in reaching the desired

objectives.
Responsibility: President
Annual Cost: $50, 000

SEXUAL HARASSMENT

Lehigh reaffirms the principle that the University community
should be a place of work and learning for students, faculty,
staff, and guests free of all forms of sexual harassment,
intimidation, and exploitation. Sexual harassment is defined as
an attempt to coerce an unwilling person into a sexual
relationship, to subject a person to unwanted sexual attention,
to punish a refusal to comply, or to create a sexually
intimidating, hostile, or offensive working, social, or
educational environment. Sexual harassment is understood to
include a wide range of behaviors, from the actual coercing of
sexual relations to the intimidating or embarrassing emphasizing
of sexual identity. The potential for such inappropriate,
unethical and illegal behavior occurs whenever power
relationships and social dependencies exist between individuals
of the opposite sex. Sexual harassment in any situation is
reprehensible, but it is particularly damaging when it exploits
the educational dependence and trust between students and
faculty.

Researchers have repeatedly documented that sexual
harassment is a major problem on college and university campuses.
In a 1986 publication from the Project on the Status and
Education of Women of the Association of American Colleges,
Hughes and Sandler report that "sexual harassment is an issue on
campus that will not go away by being ignored: twenty to thirty
percent of all female students experience some form of sexual
harassment." Sexual harassment pervades all areas of women
students' lives.

The following recommendations are intended to cre?te a more
visible and effective system of institutional accountability for
sexual harassment on the Lehigh campus.

1. Require gryphons, teaching assistants, department heads, and
supervisors to participate in seminars on sexual harassment.
Responsibility: President, Vice Presidents, Provost,

Deans of Colleges
Annual Cost: None
2. Make gryphons responsible for conducting programs on sexual

harassment in their halls. Require all residential units to
hold at least one program on sexual harassment each year.
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Responsibility: Residence Life, Student Affairs
Annual Cost: None

3. Promote sexual harassment awareness through brochures and
informational materials suitable for different audiences
(freshmen, upperclassmen, faculty, staff) and distribute
widely. Make the policy clearer and more visible in the
Student Handbook.

Responsibility: Human Resources, Student Affairs,
Provost
Annual Cost: $1,000
4. Publicize resources for people who have been sexually
harassed.
Responsibility: Human Resources, Student Affairs,
Provost
Annual Cost: None
5. Continue diversity awareness workshops initiated this
year and provide assertiveness training for women on
campus.
Responsibility: Human Resources, Student Affairs
Annual Cost: $2,000
6. Examine and revise the process of filing a sexual harassment

complaint to make it more supportive of the feelings and
concerns of the victim. Review the actions taken against
offenders. Provide appropriate support mechanisms for

victims.
Responsibility: Human Resources, Student Affairs,
Provost
Annual Cost: None
CHILDCARE

Since our goal is to make Lehigh University a more caring,
humane and effective community, examining issues for family and
children is both appropriate and essential. We must think about
policies and programs for supporting families in the broadest
sense.

The results of a questionnaire assessing the childcare needs
of Lehigh employees and students indicated that many Lehigh
parents would welcome a childcare facility on the Lehigh campus;
in fact, many respondents commented that they felt such a
facility was long overdue. Results of the questionnaire were
shared with President Likins, who decided that Lehigh should aim
at establishing a childcare center in the fall of 1990. Space
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fo;‘the cente; was identified in the Saucon Village apartments, a
Childcare Advisory Board was appointed, and money was allocated
for renovations of the space, equipment, and some financial
asglstance for parents who can not afford the full cost of
chlldcare. We are extremely pleased to report that Lehigh

gg;gersity will open a high quality childcare center in August,

FUTURE ACTION

Accomplishing the goals set forth in this report will take
effort on everybody's part. However, the understanding and
support of the administration is essential. For this reason, we
recommend that the next step be a careful review of this report
by thg mgmbers of the President's Council. The President's
Council 1s encouraged to involve members of both Commissions (in
addition to those already on the Council) to participate in the
prioritization of these recommendations. It is hoped that a
response to the Commissions' report including a plan of action
and timetable for implementation of the recommendations could be
developed by the President's Council over the summer and
distributed to Commission members by September 1990.

The set of recommendations included in this report is
extensive. Some of the recommendations are costly and some are
not. Some may sound very familiar, some are new, and some may be
controversial. Some will be easy to implement, and some are
going to be more difficult. We hope that the recommendations
will challenge the entire campus to rethink the way the community
functions with respect to minorities and women. Perhaps most
important to our success in improving the quality of life for all
members of the Lehigh community is believing that it can be done.

Learning to respect diversity, and recognizing that
doing so will not be an easy task, are helpful steps in
the process of understanding both the need and
direction of change. The momentum to perpetuate the
prevailing norms is very strong in most institutional
settings, so developing a new mind set to appreciate
what diversity means takes commitment and perseverance.
In a society that values individual performance and
achievement as much as ours, understanding diversity
can be a real challenge. The struggle to comprehend
diversity is in the best tradition of the liberal arts
and the scientific method of inquiry, compining what we
know from past experience and tradition with a quest to
understand what we do not know or understand. Valuing
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is more than one right way
s more than one world view.’
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PRESIDENTTAL, COMMISSIONS ON MINORITIES AND WOMEN
ACADEMIC FROGRAMS AND SERVICES SUBOOMMITTEE
FINAIL, REPORT

Introduction:

In the past few years, Lehigh University has taken bold ster to insure
that‘its' graduates are We}l prepared to meet the challenges of an iip:creasi.ngly
sophisticated, technological society. It is now the appropriate time for the
University to take equally dramatic measures to insure that its graduates are
prepared to participate in a meaningful mamner in the miltiracial,
multicultural, increasingly pluralistic world that awaits them.

Incidents of intolerance, racial tension, and sexual harassment have
occurred at an alarming rate on college campuses across the nation in the last
few years. While these incidents were sometimes deliberate, more often they
were the result of ignorance and insensitivity. Population figures indicate
the expanding presence of women ard ethnic groups in the United States. The
U.S. Bureau of Census estimates that in the year 2000, wamen will comprise
over 51% of the population, African-Americans 13.1%, and Hispanics 9.5%.
(These figures fail to capture adequately the hetercgenecus nature of each
group.) Certainly, it is appropriate for universities to meet the educational
needs of their students drawn fram these groups, and to seek to increase the
representation of these groups among both the student body and the faculty.
But even if demographic figures were to the contrary, it would still be of
vital importance for universities to educate their students to the variety of
cultures both in the United States and the world beyond our borders. While
this subcommittee has been specifically charged with examining academic
programs and services at Lehigh relative to women and minorities on campus
and, consequently, has focused its efforts on programs in Women's Studies,
Hispanic-American Studies, and African-American Studies, it is nevertheless
the conclusion of the subcommittee that the proposals cut lined below should
be but the start of a larger initiative designed both to create new courses
and to transform the general university curriculum to reflect the plurality of
cultural and racial groups both in the United States and the world.
Domestically, the list of "hyphenated-American Studies" minor programs must be
expanded to include all ethnic and racial groups with historic ard cultural
associations in the United States: Japanese-American, Chinese-American, and
Native-American, to name but the most cbvicus. In addition, this subcommittee
recomends the enhancement and development of programs designed to expose cur
students to other races and cultures beyond the confines of North America.
These courses must reflect not only political and economic considerations, but
also the entire spectrum of interests associated with a rich cultural

heritage.
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Pluralism is a political concept that can be understood in different ways.
Social scientists think of it as a descriptive term for a social system that
responds to the campeting pressures of diverse groups, each demanding
somethl_ng fram the society. 1In the present context, that would mean the
various subgroups on campus——-Women, Black, and Hispanic stude.nts-—requestlng a
curriculum designed to meet their educatlonal needs. Naturally, it is
appropriate for Lehigh to offer courses for these students to help them
understand their unique history. We also think, however, it is equally
important that pluralism be understood in a broader sense. While Iehigh
encourages students from the respectlve groups to participate in courses
corresponding to their affiliation, it is equally m:port:ant for non-affiliated
students to participate in culturally diverse courses in order that they may
expand their frames of reference and understanding. If we seek to empower our
students for leadership roles in confronting and solving the pressing global
problems of our common world, then we must enhance their visions and skills to
do so by providing them with a wide variety of educational opportunities. Men
need to participate in Women's Studies programs, Whites in courses concerning
people of color, Americans in courses about non-American culture. This type
of broad, liberal education in diversity can only help lessen the ignorance
and insensitivity that surrounds cultural, racial, and gender differences, and
help prepare our students for leade.rshlp roles in a pluralistic world that
demands no parochial souls.

We believe that the University ought to include ina pmmment place among
its educational goals that our students be confronted with issues of gender,
race, class, ethnicity, and other forms of cultural and social diversity and
that. they be challenged in courses throughout the curriculum to develop
appropriate responses to diversity. To meet both of these needs, we believe a
two-pronged approach is essential. First, the existent lntexdlsclplmary
programs that focus on these issues must be strengthened, and new programs
developed in other areas. Second, the Umvers1ty ought to undertake to
transform the curriculum so that the experiences of women and mlnorltles, and
issues of gerder, race, class, ethnicity, and diversity are made visible and
are approprlately addressed as a matter of course throughout the curriculum.
The aim of such a transformation is to incorporate the new scholarship on
women and minorities which seeks to redefine the white male middle-class
Eurocentric paradigms that have structured and limited both the traditional
cwrriculum and the larger society. It is particularly important that
diversity is addressed at the basic levels of programs, courses, and syllabi,
to avoid the "ghetto-ization'" of these issues.

The Current State of the Programs

At present, the College of Arts and Sciences offers minor programs inIatin
American Studies and Women's Studies. The University Catal Courses for
1989~-90 also lists an "interdisciplinary program" in Afro-American Studies.
As of the Spring of 1989, latin American Studies had a single minor while the
other programs had no minors. Unfortunately, this mmber count crudely albeit
accurately reflects the reality of these three programs at Iehigh.
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Recognizing the need to evaluate and revitalize these programs, Dean G
has supported the effqrts of Ccllege Cammittees that hage alreaéy begg‘nmtlgig
process of restructuring the programs in these areas. The Presidential

Camission Subcommittee on Academic Programs Servic
with these comuittees. and ices has worked closely

Of the three prograns, Latin American Studies appears strong

Its minor program consists of one required course :nd fourt:dlidelg.lsnal cou;.:gs
selegtm from course offerirgs in five departments. The Iatin American
Studies program, with financial support from the Presidential Camission, has
already started an evaluation process and will be bringing consultant's to
campus throughout the year to assist them in this process. They have changed
the name of the minor to Iatin American and Hispanic American Studies; it is
the latter component to the minor that needs assistance. Of the' three
programs, Iatin American Studies will require the least monetary support J_n
the jimmediate future: it requests no additional, full time faculty support,
although it would strengthen the program to have a full tine Latin Americanist
or Hispanic Americanist as program director; nevertheless, it requests
University furnds to hire, on a visiting basis, a distinguished scholar and/or
art;lstg-:m-residence [e. g., poets, musicians, painters], to teach at the
University and to assist in the further development of the program in Iatin
American and Hispanic American Studies.

The program in Women's Studies has all but vanished. While many courses
are still offered and well enrolled, the program itself has lost its presence
at the University. The minor consists of a core course plus five additional
courses which can be selected from offerings in a dozen different departments.
This wide spectrum of departmental courses demonstrates the interdisciplinary
nature of Women Studies as well as the diversity of faculty of both sexes
interested in this area. Given the presence of numercus faculty canmitted to
the concerns and ideals of Women's Studies, there is reason to believe that
with the appropriate input of University support in a relatively short period
of time Women's Studies could become a geruinely exceptional, truly
interdisciplinary program at Lehigh. Like their counterparts in ILatin
American Studies, the Women's Studies program has initiated the rebuilding
process. With financial support from the Presidential Commission, they are
planning a modest colloquium series for the Spring of 1990 and are bringing
consultantstocampustoadvisethemintherestmcturingpmcess. In terms
of financial support, this program will require the largest amount of
immediate funds: it needs to hire, from outside the University, a program
director at the rank of professor.

The interdisciplinary program in Afro-American Studies has vanished; it
exists in name only. milecoursesinmisareahavenotbeanofferedina
few years, both the History and English Departments are offering appropriate
courses this Spring; and, the Departments of History, English, and Social
Relations have expressed a willingness to offer appropriate courses in the
future provided student interest remains strong. An African-American Studies
program needs long term support and coordination if it is to establish itself
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as an area of study of which Iehigh can be proud. While the project of
rebuilding this program may take at least a decade, eventually becaming a
viable minor rather than a interdisciplinary program, there are some immediate
steps which the University should take so that students have opportunities to
take courses in this area at the same time as the slow process of creating and
nurturing the program proceeds. In terms of financial support, this program
will require significant funds in order to offer courses to students and
advise the faculty on building a program: it requests University funds to
hire, on a v151tmg basis, additional scholars and/or artists-in-residence Le.

g., poets, musicians, pamters] , to teach at the University and to assist in
the creation of a African-American Studies minor.

Recommendations for Specific Progqrams:

Given the unique needs of each of these three areas, no single plan of
action can be universally applied. The rebuilding plan for each program will
have unique components. We will first spell out our recamendations for each
individual program and then make specific recommendations that apply to each
of the three. The following action is recommended for a three year period and
assumes that all funds for the plan will come from the University. Toward the
end of that time period, each program must be critically reevaluated.

I. Iatin American and Hispanic American Studies

Hispanic American Studies covers the history and culture of the many
peoples of Hispanic origin born and raised in North America and whose presence
here in some instances dates back several centuries. The predaminant groups
are formed by people of Mexican, Puerto Rican and Cuban ancestry, but the
United States Hispanic population (18.8 million in 1987) also includes the
large mumbers of immigrants from the Caribbean and Central and South America
who continue to settle in this country every day. Hispanics are rapidly
becoming one of the largest ethnic minorities in our society. It is estimated
that by the end of the next decade the total Hispanic population will amount
to 25.2 million pecple, representing approxmately 9.5% of the total United
States population.

The strong imprint that Hispanic Americans have left upon the fabric of our
society camnot be easily measured, in part due to the assimilation or
syncretism of populations of indigenous and African ancestry. The cultural,
artistic, and political contributions of this pioneering ethnic group affect
the way we function as a nation today, and will continue to do so in the
future. Their contributions deserve to be better understood, appreciated, and
critically examined by both our students and the academic commnity as a
whole.
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In keeping with the resurgence of ethnic essed
‘ awareness witnhes i
country in the last three decades, many major universities have .':\.'!_reacth;ry takenthls
si;eps to establish nmlt_l—cmlmral oore courses as well as courses i_n Hispani
history and other specialized offerings. We believe that Iehigh should .
among ths_fse institutions, fulfilling its academic and social responsibili o
in the field of higher education. Hities

_Since Hispanic Studies covers a wide range of disciplines i
to‘Fme.Arts, it can only ‘stre.ngthen the new mmfpmfgiog;o@
university. As a starting point, our faculty can incorporate into it-:.
required curriculum the relevant contributions of Hispanic Americans In
adda_.tlon, comultants., quest lecturers, visiting professors and artist.st-in-
r?smex}ce can be readily attracted to Lehigh if given the appropriate level of
financial support. The University should also encourage qualified faculty to
develop and incorporate new courses dealing with Hispanic American culture
It must be emghasized, however, that the future of these efforts does no{:
depend solely on the allccation of financial resources, but particularly on
appropriate academic recognition and commitment on the part of the university.

Therefore we recommend that for a three year period the University each
year hire a distinguished visiting scholar or artistg-in-residence to j?in the
faculty, offer a course each semester in his or her area of expertise, and
spend time assisting the faculty at Iehigh enhance its program in Hispani
American Studies. P <

II. African-American Studies

African Americans have always played a significant political, economic, ard
cultural role in the history of the United States. American history is
intimately connected with the history of African-Americans. But the people of
Africa have had a profound impact on the entire history of humanity. African-
American Studies, therefore, must present a program of studies that offers
courses in both the American and world-wide dimensions to the Black
experience.

African-Americans Studies is a fundamental component to understanding the
complex society in which we live. Students entering universities--both
African-Americans and non-African-Americans--begin their education with a very
limited knowledge of African-American history and culture; Iechigh should not
allow its students to leave the university with the same "narrow" perspective.

Due to its nature, African-American Studies has to be an interdisciplinary
program. Nevertheless, it should have a director based in a single department
to ensure continuity and strength to the program. Given the current faculty
at Iehigh, a temporary director of the program should be appointed. This
person should be responsible for beginning the process of re-establishing
African-American studies. The issue of appointing a permanent director can be
addressed after the program has begun to develop.
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Therefore, for a three year period the University should invite two
additional visiting faculty, one at the senior level and one and the junior
level, to join the faculty and offer a course in their area of expertise, and
sperd time assisting the Lehigh faculty in developing its program. Costs:

III. Women's Studies

Women have always been a crucial part of the world, but the traditional
curriculum reflects, perpetuabes and legitimizes a aultural practice of
ignoring or devalumg women's lives. A Wamen's Studies program affirms the
importance and value of what women are and do by bringing to light women's
contributions and experiences to virtually all aspects of reality. Women's
Studies also provides alternative paradigms for interpreting and urderstandmg
human experience. A curriculum enriched by Wamen's Studies provides insight
into an increasingly complex reality in which women are taking an increasingly

complex part.

Iehigh has always sought to provide "a broad education for a useful life."
However, an education is neither broad enough nor useful enocugh for life in
the modern world if it does not treat seriously women and their contribution
to socm*-y Further, we have failed to prepare our students to participate
fully in society if we have not confronted them with issues of gender,
diversity, and domination. A vital Women's Studies program is an essential
part of any serious attempt to address these concerns. While the umvemlty
has had a Women's Studies program for 16 years, it has become marginalized.
If ILehigh desires to take its place among the ranks of first-rate universities
and enrich the lives of its students, it must significantly strengthen the
University's Wamen's Studies program.

Therefore, we recomnend the University hire and retain--from outside the
Unlversn:y-—a director of the program. This person should be the strongest
candidate in the area of Women's Studies; a search should be conducted in all
appropriate areas and disciplines. The individual hired should be considered
an additional faculty member to the department ir her area of expertise. This
individual should be appointed at the rank of professor and should sit on each
of the four colleges Dean's Councils. In addition, this person needs the
requisite administrative support to run the program. Costs:

General Recommended Action for the Programs

As well as preparing students for their lives and careers after Iehigh,
more prominent programs in Women's Studies, African-American Studies, and
Iatin American and Hispanic American Stle_leS will 51gmf1cant1y enhance the
quallty of campus life itself. Strong programs will be an important component
in the university's effort to increase the number of women and minority
students and diversify the student body. In addition, as male and female

students of every ethnic composition engage in the study of gender, race, and
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following are recommended for each program. tmprove. Toverds this end the

(1) 2ppointment of a program director:

from the various departments who participate in the program, ensure
courses are offered on a systematic basis, develcp oolloquim't{ and speam
Serles, encourage students to minor in the area, and bridge the academic and
cultural dimensions to their program,

A task of this enormity, especially in the initial sta requires
release time for the individual dlrectozx-f and adjunct supportgetsblcmpensatebz;g
department from where the director is selected. The director needs to be
released from one course per semester. The director could be from any of the
three undergraduate Colleges; in fact, a director from outside the College of
Arts and Sciences might be a positive benefit in terms of drawing the entire
University faculty and students into this project. Appropriate administrative
support should be hired to assist the program directors in the three areas.

Therefore, three adjunct faculty (one for each program) must be retained
for the first year and two for each of the subsequent two years. (By the
second year of the plan the new director of wamen's studies, with the
appropriate course load, should be in place; hence there is no need for
additional adjunct support for her position.) Cost: $9,000.00 for the Ffirst
Year; $2,000.00 per year for the remaining two. And appropriate
administrative assistance should be retained for the next three years. Cost:

per year.

(2) Visiting Committees:

Each program director, in consultation with the support faculty, should
establish a visiting committee analogous to the departmental visiting
committees. The visiting committee should asses and assist in the maintenance
arnd development of the minor. The comittee should meet during this initial
three year period.

(3) Colloquium & Speakers Series:

Issues, concerns, and ideals involving women and pecople of color extend
beyond the confines of the classroom. Each of the programs needs funds to
present programs of interest to the University and Iehigh Valley community at

large.

Therefore, each program needs $2,500.00 per year for its series. Cost:
$7,500.00 pexr year.



FINAL REPORT
(4) Library Support:

vhile individual faculty do request library material in the above areas,
there appears to be no specialized individual cocordinating the purchases in an
attempt to see that a core collection of materials for each area is available
and maintained. Specific funds for this purpose should be allocated. The
library=--in coordination with the specific program director——should begin the
process of building, or enhancing, its collection. The goal is not to have
holdings for specialized, graduate programs in each minor but to establish a
core of materials for solid, udergraduate educational purposes.

Therefore, a bibliographic librarian in consultation with the program
director, should select appropriate material for a core collection for each of

these three areas. Costs: $5,000.00 (Aggregate fiqure for all three areas.)
(5) Faculty Training Sumer Seminars:

over the period of three sumers, each of the areas should plan and hold
a single diversity training seminar for faculty throughout the University.
Each seminar is to help educate faculty about ways to incorporate course
material by, and about, women and people of color into existing courses and/or
assist them in prepa;ing new courses. {See the attached description of the
program at Mary Washington College.} This program would require retaining an
expert consultant for each of the three areas, and a stipend for each faculty
member willing to participate in the program. It would be the clear
understanding that faculty who participate in the seminars would alter their
courses to reflect their new insights and understanding.

; Therefore, each program needs funds for one consultant ($1,500.00 plus
$500.00 expenses) and 10 stipends of $500.00 each. Costs: $7,000.00 per year.

This seminar series raises a-~perhaps the—fundamental is i

the success of the rebuilding effort of the pmmsiesrggfg e£
minorities' studies at Iehigh, i.e. institutional respect and credit for those
involved in the programs. For these programs to succeed, participants must
perceive that the work they are undertaking is respected by the University
comunity and that they will receive institutional credit for their
Specifically, this means that whether it is teaching
existing! ones," or participating in minor programs,
somehow "count"——in a meaningful wmanner——in the research ching, commni
service matrix of factors that comprise the criteria m’v;:f‘?ed i_n’ romoti it
tenure, and salary decisions. P en,

(6) Adjunct Support for New Courses:

The University should supply adjunct support for partments who .
full time faculty for new courses in the three areas.de 1tk is importagt t;‘g:
where ever possible, full time faculty teach the ‘
Aduncts, New courses rather than

st W



FINAL REPORT

Final Recommendation:

As discussed in the introduction of this report, the Subcommittee locks
upcn  its recamendations as the start of an ongoing conmitment by the
University to encourage a curriculum that explores and understands the
realities of a pluralistic world. We believe that all universitv students
should be required to take courses emphasizing issues of gerder, race, ethnic
and cultural diversity. However, a recommendation of this magnitude is beyond
the scope of the present committee.

Therefore, we recommend the establishment of a new Presidential
Commission, composed of eight members including the Provost and a senior
faculty member from the arts, humanities, social sciences, natural sciences,
arnd the colleges of business, engineering, ard education. This committee is
to inquire into the desirability and feasibility of requiring every Lehigh
student to earn from 3 to 6 credit hours in courses specifically designed to
introduce students to the multiplicity of issues surrounding the achievements
of women ard people of color in both the United States and the world at large.

"lle McKayle & Richard K. Matthews
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COMMISSION ON MINORITIES

Institutional Climate Study Group Report

We the institutional climate study group wish to applaud
the wuniversity 1in its effort to sensitize and diversify its
community. We Dbelieve that the Lehigh community has been
unscathed by overt racism but continues to be plagued by more
subtle forms of racism. Many students of color report tﬁev are
often 1isolated, 1ignored, and invisible in manv of their
classes. They cite examples where they answer gquestions in
class and the instructor glosses over them to receive the
answer from another student. In manv instances instructors
discuss negative issues affecting African-Americans and Latinos
without any sensitivity to how these students may feel in the
class. In some instances remarks are made by members of +the
Lehigh community out of ignorance and lack of knowledge and/or
exposure to people of color.

Although Lehigh has launched diversity training for the
university, much more has to be done to improve the climate for
people of color. It is imperative to look at what’'s happening
on our campus and strive to improve the climate. For example a
strategic issue to address is ‘ae fact that of the few African-
American faculty and staff who have come to Lehigh, none have

been here for more than eight years. In fact, African-American
facultv and staff at Lehigh, have a history of “inimal
longevity at Lehigh. This is a critical issue when we ropose

a goal of developing a critical mass and recruiting larger
numbers of people.

We must look critically at our commitment to bring in
faculty and administrators into key positions. To date, no
African—-American is holding a major position at our university.
All of these issues impact the climate of the institution. We
strongly encourage the university to take a more aggressive
role in changing the climate and making Lehigh a better. place
for people of color. 1t is essential for the wuniversity 'to
create an environment that supports, encourages and values 1its
African-American and Latinc community.



Ve
effort:

(1).

(2).

(3).

(4).

(5).

offer the following recommendations to assist in this

The Commission on Minorities become a standing
committee of the university. The purpose would be
to meet quarterly to assess the number of people of
color at Lehigh, to evaluate the progress of our
recommendations and to assist in implementation.

To increase the percentage of African-American and
Latino students attending Lehigh as undergraduate
and graduate students.

Rationale: Increased numbers will help diversify
our campus community, cre~te a larger

mass of racial minority students, and
create an environment that reflects our
society.

To send clear positive messages that racist

behavior will not be tolerated.

Rationale: This will alert the campus community
about the seriousness of creating an
atmosphere of acceptance for all people.

To provide on-going, multi-cultural/multi-racial
sensitivity seminars for the Lehigh community and
extend that +training whenever, possible +to the
Board of Trustees and alumni.

Rationale: This will help sensitize individuals
about groups of people who are
culturally and racially different and
help increase understanding that we all

share differences and that those
differences should be respected and
valued.

To make a clear statement about the institution’'s
position on apartheid.

Rationale: Dives mnent is a key issue and one that
has many components. However, we need to 1let the
Lehigh community know, we do not support the South
African government’'s system of repression.



(6).

(7).

(8).

(9).

(10).

(11).

To 1insure that racial minorities are included in

all university publications and depicted in
positive ways.

Rationale: We need to convey that Lehigh is an
institution that values diversity.

?o develop a tocl that will assess the
institutional <c¢limate of our community as it
relates to people of color.

Rationale: This will help us have a better
understanding of the climate and what
people are thinking and feeling.

To incorporate as much as possible information
about racial minorities 1in academic lectures,
provide opportunities for students to research
social issues and create a forum in which they can
be discussed.

Rationale: Helps to make students more knowledgable
about racial minorities.

Identify one or two predominately black colleges or
universities that would agree to have a sister
relationship with Lehigh, including faculty/staff
exchanges, joint academic/research programs,
graduate track programs, etc. ‘

Rationale: Provides an opportunity to bring
positive role models to our campus.

To develop a summer internship for minority
students to attain experience in various
administrative offices and academic areas, 1i.e.
development office, engineering college, public

relations.

Rationale: Exposes gtudents to career areas that
racial minorities are currently under

represented in.

To have quarterly speakers on rpiversity" that are
sponsored by AAEQC for the entire college

community.

Rationale: Continued awareness for universly
employees.




(12). To develop closer ties with local Hispanic communities
and provide opportunities for them to be a part of
our institution i.e. outward bound summer program,
parent/child weekends, summer academic enrichment
programs.

Rationale: Shows diversity is important at Lehigh;
increases minority presence on campus;
helps our neighbors,

CLOSING REMARKS

Racism is one of the most destructive social diseases that
plagues our country. The resurgence of overt racism on college
campuses has a major impact on the recruitment and retention of
African-American and Latino faculty, administrators and
students. In addition, it has thwarted the educational and
intellectual development of all students impeding the flow of

progress made during the seventies. In global terms, Tracism
has a damaging effect in the growth of our nation. In the
report, One Third of a Nation, the introductory remarks state

"America is moving backward--not forward--in its effort to
achieve the full participation of minority citizens in the life
and prosperity of the nation. "In education, employment,
income, health, longevity, and other basic measures of
individual and social well being, gaps persist-—-and in some
cases are widening--between members of minority groups and the
majority population.” The report further states +that if we
allow these disparities to continue, the United States
inevitably will suffer a compromised gquality of 1ife and a
lower standard of living.

The issue of racism will continue to be a critical issue
for higher education. Higher education is an integral
component of the life an. survival of our nation. As a result
of this fact the following are possible implications:

-~ The recruitment of African- American and Latino to pre-
dominately white institutions will be greatly affected
at the undergraduate and graduate level.

- The retention rate among African-American and Latino
students will be affected.

- The lack of cultural and ethnic diversity will continue
to foster insensitivity of people with differences

-~ The rise of social unrest on college campuses will
continue to plague institutions



- The recruitment and retention of African-American
faculty and staff may be stifled.

It is incumbent upon each institution of higher education
to renew their commitment to providing a quality education for
all people regardless of their color, religion, socio-economic
status and sex if we as a nation are to continue to prosper and
grow.
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Presidential Comission on Women

Institutional Climate Study Group

EXECUTIVE SUMMARY

Iehigh has repeatedly recognized the pressing need to foster a more
diverse ard supportive community. With changing demographics, significant
advances toward these goals is even more crucial.

The university has taken and is taking a variety of programmatic steps
to enhance diversity and commnity among its students, but has yet to
achieve a breakthrough toward these goals. The lesson to be drawn from
this experience is that unless significant changes are made in the
structure of the Iehigh living erviromment, no breakthrough can be
expected.

The greatest structural impediment to fostering diversity and
cammumity at Lehigh is the dominance of the Greek system, particularly
fraternities. The Instituticnal Climate Study Group recamends that the
living enviromment at Lehigh be restructured so as to nurture and sustain a
more healthy social and intellectual life for all our students,
Specifically, we recommenc:

(1) . The university shall provide a wider range of housing and
cocial alternatives conducive to a more diverse and inclusive
communi and incentives for students, individually and in
qroups, to fashion living patterns suitable to their developing
needs and interests.

(2). The university shall adopt a policy wherel nition of
all special interest housing croups, including fraternities and
sororities, shall be understoocd as a :  privilege, the
renewal of which is contingent upon periodic demonstration of

significant contribution to the desired campus climate.

(3) ._The university shall establish clearly articulated standards
for "contributing to the desired campus climate" through a
committee consisting of students, faculty, and administrators.
This committee shall also desion a residence-review process
whereby a desicnated group (either including or responsive to
administrators, faculty, and students) shall review pericdically
all special-interest housing groups in lidht of university
standards.

(4) The influence of the Greek system, amd of fraternities in
particular, shall be reduced until their is adequate "room for
diversity" or until Creek housing and other housing options can
compete as equals.




Presidential Cammission on Women

Instituticnal Climate Study Group

REFORT

Toward the Twentv-First Century:

In ten years, Iehigh will enter a new century in which the college-
attending population will be more female and more ethnically diverse.
Furthermore, demcgraphic trends during the 1990's indicate that ILehigh will
encounter an increasingly competitive envirormment in attracting and
retaining quality students and faculty. In light of these future trerds,
the university will need to attend to two crucial concerns, in addition to
sustaining our traditional academic and fiscal strengths. These are:

(1) Diversity: We must provide an environment that attracts,
supports, and encourages the development of a diverse student
population, and

(2) Commmnity: We must nourish a commnity grounded on exchange
ard mutual respect among diverse groups of students.

In part, the presidential commissions on women and minorities were
formed with these concerns in mind. They go to the heart of issues facing
both women and mincrities at Lehigh. By the same token, attention to the
neads of lehigh's female and minority populations underscores the-
importance of diversity and community for the full development of all
Iehigh students.

The instituticnal climate study group has been charged to lock at ways
in which the overall climate of Lehigh University detracts from these two
objectives. While other study groups examine issues of recruitment,
academic and social programming, employment and advancement, we have
concentrated on the living ervirorment, which deeply affects the success of
all other initiatives.l Because it dominates much of the social and
cultural life of the campus, the Greek system figures prominently in our
analysis.

Recent History:

In recent years, we have witnessed numercus incidents of racial and

1



sexual haras is k icr is totally unacceptable in a
; ssment and abuse. This behavior is
ﬁhiVersity ervirorment grounded on mutual respect. I:;i th:so rﬁﬁ
idespre ignorance of racial, sexual, and cultural eren
wsensl itisigiésgni—ignomnce that reveals how far we need to go to advance
diversity and commnity. These patterns are hardly unique to"]:ehlgh, ats:‘
the American Council on Education stated in Septerpber, 1989, The'quail 4
of student life on campus in a subject of increasing concern to.hlgne_
education leaders and cbservers. Sukstance abuse, escalating \_rlolence, .
racial and sexual harassment, and acquaintance rape pose a sericus threa
to the entire ccmmmnity."z

11 » begun to provide increased support for wemen and minority
stlxialr:xishl ;!z?ﬁlhzsconfronting the need for general gduc_:ation of our students.
Over the past ten years, the university has cm;m:}ssmned studies of the
Lehigh "ethos" and "cultural diversity,m3 Individual faculty and students
have acted through classes and student organizations. The gdmmlstratlon
has undertaken a variety of initiatives in the Student Affairs realm, from
the new social policy to programs like "Challenge for Success" to
leadership training and "diversity training" workshops and retrga‘gs: ,
Recently, the Student Affairs administration has taken several initiatives
that converge with ocur recommendations —notably, approving the location of
two sororities on "the hill," working with Interfraternity Council and
Panhellenic leaders and alumni on ways of "strengthening the Greek system"
initiating the creation of "standards" for Greek life, and undertaking the
evaluation of the housing lottery system.

The task of these two commissions builds on this past. However,
recent history clearly suggests that Programmatic or recruitment
innovations will be insufficient in themselves unless the institutional
climate of Lehigh University is transformed. Notwithstanding these
initiatives, the institutional climate at lehigh contimes to fall far
short of the abjectives of diversity and camunity. Iehigh remains a
difficult, scme would say hostile, envirorment for wemen ard minority
students.

The Need to BPuild a Diverse Living Envirorment:

We are far from the first to recognize that the greatest structural
impediment to fostering the a campus climate of diversity is the dominance
of the Greek system, particularly fraternities. Numerically

Fraternities have figqured prominently in Lehigh's past. Shortly after
the founding of the university, the administration decided to y 1
residential dormitories (rented in the few university building
students to provide their own fraternity housing in the ing area.
It wasn't until the early Twentieth Century,

ur after some campus dormitories
had been built that the Trustees approved the construction of residential

2



fraternity houses on the hill.® Since that time, the mmber of
fraternities has increased, and eight sororities have been added in the
past ten years.

Greek living has been saluted by many for the opportunity it provides
yourg men and women to develcp the capacity for leadership and self-
goverrment, to share a sense of community with cthers, and to gain an
enhanced sense of institutional loyalty. These strengths have
traditionally been affirmed by Lehigh administrators and trustees,®

Nonetheless, despite their positive attributes, it is widely
recognized that Iehigh's Greek system, led by the fraternities, exercises a
daminant influence over the social and cultural life of the campus in ways
that detract fram efforts to enhance diversity and community among all
students. The Heath report of 1981 speaks of the "'dominance' of the
fraternity values, i.e., traditional macho values about male-female
relationships," and suggests that "Lehigh has expected its women students
to accommodate to the dominant ethos of the institution.”" We have
witnessed this accommodation in sororities! participation in fraternity
social life. The mumerical imbalance between fraternities and sororities
campourds this pressure.

The Herrenkohl study on the quality of campus life recognized that
"the socializing process at Lehigh University has historically been
dominated by the many fraternal organizations on campus" and recommerded
increased support for social and cultural alternatives.? The University
has taken a mumber of significant steps along the lines suggested by the
Herrenkcohl camission: establishing the residential Taylor College,
creating such gathering-places as the "Catacombs," the "Hourglass", and
"Club 31." Nonetheless, as most students will attest, student social life
remains daminated by "the hill."

Greek dominance is complicated by the relative autonomy of the Greek
system. Fraternities and sororities are essentially independent governing
units within the immediate leadership framework of the IFC and Panhellenic
ard the larger context of university (and state) regulations. This is, in
fact, one of the most desirable aspects of Greek living ——one which would
also benefit other students. Panhellenic and IFC leaders have recently
been developing incentive plans for improved house maintenance ard
standards for Greek life, and this involvement should be reinforced.

However Greek autoncmy has its problems as well. Fraternities and
sororities are largely isolated from non-fraternity students, with the
notable exceptions of academic classes, athletics, and fraternity parties.
This isolation is a structural obstacle to efforts to enhance exchanges
that engender mutual respect among student groups. Furthermore, Greek
autcnomy places the administration in the role of punishing "bad"
fraternities, thereby fostering an in loco parentis relationship between
administration and students. Among cther things, this makes it difficult
to irvolve fraternity members fully in university programs and innovations
designed to enhance campus support for diversity.




Chiectives:

Iehigh University must provide a more diverse and supportive campus
living emvirorment if it is to remzin competitive in a context of changing
demographics. We must fester and sustain a campus climate that:

(1) Encourages all students to cultivate their own interests and
develcp their own life projects, both collectively ard
individually:

(2) Supports cpportunities for each arnd every student to join
with others who share common interests in residential
arrangements suited to the size of their groups; ard,

(3) Recognizes only those groups that contribute demonstr:'ably to

a campus climate that is mutually respectful and supportive, that
values scholarship and the life of the mind, and that honors its

responsibilities to the larger commmity.

(4) Is physically integrated so that diverse residential opticns
both the hill and the lower campus.

Recomendations:

In order to foster an institutional envirorment that encourages
diversity and community based on mutual respect, the Institutionzal Climate
Shdy, Grrmy wresomeesiios Xante Uk Canpus TL1VING envirorment be restructured
in the following ways:

(1) . The university shall provide a wider range of housing ard
social alternatives conducive to a more diverse and inclusive
community, and incentives for students, individually ard in
groups, to fashion living pattermns suitable to their developing
needs and interests. This should include the fellowing:

Residential Arrangements:

a. An overhaul of the hcusing "lottery system" to enable
students to fashion their own living patterns in groups of
various sizes and a diverse a range of interests ang
affiliations.

b. Develcpment of additicnal residential colleges ard
special~interest heusir, including "mini-house" ortions (as

recommended by the Ferrerkchl commission) for smaller grcurs
of students. : U

€. Study of the need for new on-campus housing
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construction and renovation to meet these cbjectives.

Sccial Arrangements:

d. Careful study of the desirability and feasibility of
creating an full service pub on the lower campus, for use by
those members of the campus community who are of age -——older
urdergraduates, graduate students, faculty, staff, alumni,
and visitors.

e. Study of the feasibility of requiring that all fraternity
parties be closed.

f. Provision of workshops and other educational experiences
that foster the positive development of male identity and
encourage healthy interaction between males and females.

The Student Affairs wing of the Administration has begun an evaluation
of the current lottery system. We recommend that this study be broadened
to incorporate the objectives of the Presidential Commissions and this
study group (including a liaison to this group) . We also recammend that
this evaluation process be expanded to examine both the housing-selection
process and distinctive housing alternatives at other institutions (for
example the sccial fraternities at Brown and the residential colleges at
Stanford or Yale). Finally, the university should consider alternative
staffing for residential units, including graduate students and adequately
supported faculty.

(2) . The university shall adopt a policy whereby recognition of
all special interest housing groups, including fraternities and
cororities, shall be understood as a temporary privilege, the
renewal of which is contingent upon pericdic demonstration of
significant contribution to the desired campus climate.

This recommendation entails changing the current dynamic of
residential continuity from one of "assumed permanence" (subject to
university discipline) to one of a "marketplace" guided by and responsrv'e
to university values and cbjectives. Residential groups will, in effect,
have to "justify" their existence in competition with all cther groups
according to clear standards. They will "sink or swim" according to how
well they contribute to the desired campus climate relative to other

groups.

(3) ._The university shall establish clearly articulated standards
for "contributing to the desired campus climate" through a
committee consisting of students, faculty, and administrators.
This committee shall also desian a residence~review process
whereby a designated group (either including or responsive to
administrators, faculty, and students) shall review periodically
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all special—interest housing groups in light of university
standards.

expedi (s process, we reccmmend that the recently forrm.llatf?d
Dean 3; Studenz'teéiegk Life Standards" cammittee include a liaison with
Instituticnal Climate Study Group ard its charge be_bmadmed to
incorporate standards for all special interest housing. The review process
would be coordinated with efforts to encourage alternative housing under
reccmmendation #1.

(4) The influence of the Greek system, and of fraternities in
particular, shall be reduced until their is adequate "room for
diversity" or until Greek housing and other housing options can
ompete as 5.

Ultimately, this means that the mmerical domination of fraternity
1ife shall be reduced. In gauging the appropriate amount of reduction, the
ratio of Greek to non-Greek student populaticns at comparable institutions
and the nation as a whole may be a useful guide. One possible long-term
outcome may be co-educational fraternities. Another is that Greek housing
and other housing options shall be considered as "equals" subject to their
contribution to the desired campus climate. We anticipate that the housing
review process will winnow out those fraternities (or scrorities, or other
housing options) that make less of a contribution to the desired climate.
One possible long-term outcome may be fraternities that themselves include
both men and women.

We recognize that these changes will require painful adjustments for
many individuals. However, we anticipate far greater pain for future
generations of Lehigh students if the university living envirorment is not
substantially and methodically restructured to enhance diversity and
comminity.

The Institutional Climate Study Group

Edward P. Morgan, co-—chair
J. Ralph Lirdgren, co-chair
Sarah Getchell
Lisa L. Hanson
Peter F. Harter
Brernda K. Hawks
Sheila A. Hyde
Peter W. Likins
Bornie Mchonald
Susan M. Reilly
Paul W. Wagner



NOTES

1. Turnover in personnel and leadership and absence of survey information
have limited ocur efforts in two key areas: the study of living envmmts
on cther campuses and awareness of Lehigh student attitudes r

living enviromment pressures and options. We strongly urge that a
systematic effort to review other instituticns' experiences be urdertaken
and that the student surveys be subjected to careful statistical analysis.

2. "Greek Organizations on the College Campus: Guidelines for Institutional
Action," American Council on Education, Office on Self-Requlation
Initiatives, Draft Report, September 14, 1989, p. 1.

3. See for example, the Heath Report (1981) and the Ad Hoc ("Herrenkohl')
Commission on the Quality of Campus life.

4. Documentation of trends in the proportion of students who are menmbers of
Greek systems on varicus campuses will be forthcoming from the Center for
the Study of the College Fraternity.

5. There appears to have been some controversy around this decision. One
fraternity alumnus, John Morrow, wrote Alumni officer, H. H. Stoek, to
argue that "it will be a very grave and serious mistake to allow buildings
to be erected upon our campus as monuments to a selected few of our college
body." Instead Morrow urged that Lehigh maintain fraternities as "local
clubs or institutions . . . without being recognized by the university."

6."Fraternities at ILehigh University," 1939. "Statement on Campus
Erviromment,” 1989.

7. Iehigh is not alone in addressing these concerns. In recent years, such
institutions as Colby, Franklin & Marshall, St. Lawrence, Dartmouth,
Middlebury, Amherst, Bucknell, and Colgate have taken steps to constrain
fraternity influence on campus. Colby and F&M abolished on-campus
fraternities; Colgate's faculty voted to abolish fraternities after a
particularly nasty incident in 1989; Amherst severed the college's
connection to fraternities, while Middlebury voted to allow fraternities
only if they became co-educational.
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Promote additional opportunities for interaction among African-

American, Latino, and white students.

a. Sponsor events in Club 31, BSU Room, Umoja House and

Greek houses.

b. Encourage key student groups (IFC, Panhel, RHC, SAC,

Senate) to co~sponsor events with the BSU and/or Salsa.

C. Ask student groups to send representatives to BSU and

Salsa meetings to provide on-going contact.,

d. More effectively utilize the student presidents group

to enhance communication and collaboration.

e. Sponsor more movies and other events that focus on

African-American and Latino themes or issues.

Ratjionale: We believe that providing and encouraging
opportunities for white students (as well as faculty and staff)
to become acquainted with African-American and Latino students is
a crucial part of making Lehigh more supportive and accepting of

students of color. We want to start breaking down the



psychological barriers that separate segments of the student
population. Positive contact and interaction are keys to

understanding and ultimately, the dissolution of prejudice.

Responsibility: Dean of Students Office

No additional funding is anticipated.




Sustain efforts initiated last year to improve the resjidential

climate for African-American and Latino students.

a. Continue to encourage African-American and Latino

students to live in on-campus residence halls.

b, Provide support for continued existence and enhancement

of the Umoja House program.

C. Persist in the effort to increase the number of
African-American and Latino gryphons and hall

directors.

Rationale: The study group recognizes and applauds the efforts
to date to enhance the quality of the campus living environment
of African-American and Latino students. Our purpose in
including this recommendation is to underscore the importance of
these endeavors and to urge those responsible to continue to
demonstrate leadership and innovative thinking to provide

positive residential experiences for our students,

nsibility: Dean of Students and Office of Auxiliary

Services

Cogts Anticipated: Unable to anticipate at this time.



Recommendation:

. . \ -
Target key groups for educational experiences aimed at improving

multicultural awareness and sensitivity.
a. Incorporate multicultural education in new student
orientations.
be. Provide gryphons, peer counselors, and other key
student leaders with multicultural training.
C. Provide on-going multicultural/multiracial sensitivity
training seminar for the Lehigh community and extend

the training to members of the Board of Trustees.

Ratiopale: Education is the single most important key to success
in terms of developing the will and ability to achieve our goal
of creating a campia <limaf® Whith enables students from all
racial and ethnic backgrounds to live and learn in harmony.
Educational experiences reinforce the power of our commitment;
they enrich both the teacher and the learner. It is natural and
fitting that education should be the keystone to Lehigh

University's cultural transformation.

Educational experiences must be made available to all members of

the academic community. At the same time, however, we must be

mindful of a strategic approach that will yield the greatest

results. With that in mind, we suggest in addition to general

training opportunities, specific groups i.e., new students, and



student leaders, as primary student audiences. We suggest
freshmen because they represent the energy, vitality and spirit
that will be the campus climate for four successive years and
current student leaders as individuals who have the privilege and
responsibility to represent the best we have to offer in terms of

campus citizenship.

Responsjibjlity: Collaboration of administrative and faculty

efforts coordinated in the office of either the President or

Provost,
Costs Anticipated: ©No specific estimates have been projected but

moderate program expenses $2-3000 would be expected.



j~

Recommendations

Ingure that African-American and Latino students, faculty and
staff members are included in all University publications and are

depicted in positive ways.

Rationale: Photographic images convey powerful messages about
Lehigh as it is and as we would like it to be. Although care
should be exercised to avoid exaggeration and misrepresentation
of our reality with régard to the composition of the campus
population, every effort should be made to include photographs in
University publications which send a message that African-
Americans and Latinos are important and valued members of the

Lehigh community.

Responsibility: Obvious responsibility rests with the Offices of
Publications, Media Relations, and Admissions and the College
Relations officers. Nonetheless, each office or academic
department which produces newsletters, brochures or other

publications must make a commitment to sensitivity and awareness

in this regard.

Costs Anticipated: No additional costs anticipated.



Use campus media to present views on multicultural issues.
a. Encourage the use of the "Commentary" in the Brown g

White to educate the campus community.

b. Identify opportunities to use Lehigh Week, WLVR, and

other campus media to address multicultural issues.

c. Have the President and other key officials present
visible, clear statements on institutional commitment

to enhance campus climate.

Rationale: We need to identify and utilize opportunities to
communicate our personal and institutional commitment to
diversity. Use of public forums provided by various campus media
outlets reminds Lehigh students, faculty and staff that we have
work to do to create the kind of campus environment that fosters
understanding and appreciation for the positive impact increased
diversity on our campus. If we are to reap the full benefit of
this approach, articles, position papers, essays, etC. must
appear throughout the academic year not just during Black History

Month or in response to a specific problem.

Regpongjibility: Media Relations

s _Antici d: No additional costs anticipated.



Recommendation:

Support the Athletic Department through its administrative staff
and coaches in their effort to promote academic success amnong

African-American and Latino student athletes.

Rationale: One criticism of American higher education is that
minority student athletes are not expected or encouraged to place
a high priority on academic performance. At an institution like
Lehigh with the commitment and emphasis we have on the student in
student-athlete, it is essential that we use every resource at
our disposal to enable young men and women to fulfill their

potential in the classroom as well as on the playing field.

Responsibility: The recommendation does not prescribe a specific
mechanism to achieve the objective. The committee recognizes
that individuals likely to play an important role in the

gtudent's success include the student's coach, academic advisor,
individual professors, parents and peers. Coordination of the
program to promote academic success should most likely be a

collaborative responsibility of Director of Athletics and the

Academic Deans of the undergraduate colleges.

Costs Anticjipated: Cost estimates were not projected.



Support the Athletic Department through its administrative staff
and coaches in their effort to promote academic success amnong

African-American and Latino student athletes.

Rationgle: One criticism of American higher education is that
minority student athletes are not expected or encouraged to place
a high priority on academic performance. At an institution like
Lehigh with the commitment and emphasis we have on the student in
student-athlete, it is essential that we use every resource at
our disposal to enable young men and women to fulfill their

potential in the classroom as well as on the playing field.

R nsibility: The recommendation does not prescribe a specific
mechanism to achieve the objective. The committee recognizes
that individuals likely to play an important role in the
student's success include the student's coach, academic advisor,
individual professors, parents and peers. Coordination of the
program to promote academic success should most likely be a
collaborative responsibility of Director of Athletics and the

Academic Deans of the undergraduate colleges.

c Antijci : Cost estimates were not projected.



Recommendation:
Dedicate University space to Salsa.

Rationale: Until very recently Latino students have very often
been subsumed under the general category of minority students and
in terms of a student organization have been included in the
Black Students Union. Given the relatively small numbers and
similarity of many of the issues faced by both groups, this
approach had some merit. This year, we have witnessed the
emergence of a new group, Salsa, which marks a new identity for a
number of our Latino students. Although space is at a premium
for any student club or organization, the commitment represented
by this recommendation will assist in the effort to meet the
needs for recognition, affiliation and support among Latino
students and will serve as a clear and public statement by the
University of our willingness to commit one of the most precious

of all Lehigh resources, space, to the process.

Responsibility: Dean of Students Office
Costs Anticipated: Personnel - 0, Equipment, Renovations -

minimal; less than $500



Recommendation:

Designate Martin Luther King Day as an official University

holiday.

Rationale: To celebrate the anniversary of Martin Luther King's
birth as an official University holiday would recognize and pay
tribute to the man, his message and his accomplishments which are
consistent with the very essence of our mission to promote

harmony, understanding, respect and appreciation among the Lehigh

University community.

Respongibjility: Office of the President or Provost. The entire
campus would be expected to remember and honor the principles for
which he stood. A central group would organize specific

activities but participation should be encouraged by all.

Costs Anticipated: Personnel: 0 Equipment: 0 Renovations: O
Program: $2500
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PRESIDENTIAL COMMISSION
WOMEN AND MINORITIES
Study Group Recommendation

Submitted by: Ian Birky Study Group: Campus Life

Recommendation:

Lehigh University, since 1971, has completed its invitation for
women to become an integral part of its community; as students,
faculty, and professional staff. While to some extent, much of the
work of integration has been accomplished, there appears to be some
growing sentiment that further effort must be made to help women
on campus assume a strong voice of leadership. To that end, it is
recommended that the university appoint a faculty member or
professional, with leadership training expertise, to administrate
and coordinate a proactive ongoing effort to teach and enhance
leadership qualities and abilities of women across the university.
Adequate money and resources must be made available to this person,
to provide advertising and programming of training opportunities
to all interested persons. A budget of $2500 is recommended for
the first year of operation, with increases or decreases of that
figure for the following years, dependent on the needs of the
coordinator. While a direct consequence of such training will most
likely be a higher probability that the full range of leadership
potential on campus will be tapped, a secondary consequence of
possibly equal value may be an overall increase in the experience
of self esteem and self confidence so important for optimal
performance and sense of well being within a community.

A. Recommendation rationale:

After polling a somewhat representative sample (see addendum A) of
women on campus about leadership training opportunities available
to them while at Lehigh (this ample including departmental
secretaries and support staff, graduate teaching and research
assistants, professional staff, and faculty), several findings
stand out. First of all, very few formally designated leadership
training programs exist on campus, with the ones in existence
particular to a couple classroom situations, to specific
undergraduate groups, to a few offices, and to particular programs
such as ROTC (see addendum B). The majority of women guestioned
about whether they recalled any advertised Lehigh University
training opportunities made directly to them, reported an absence
of anything in that vein. At the same time, many of the women
expressed both an interest and desire to participate in such
workshops, feeling it would enhance their productivity, sense of
university involvement, and possible mobility.



so became ickly apparent that individua.l departments and
ggs:els within thceluuniversity tended to have special ser}s%tlvxty to
the value of leadership training, and supported and 'fac111tated tl:le
involvement of women within their areas in "outside" leadership
training seminars. Persons participating in such programs felt
personally and professionally empowered, a1:1d see_med to have a
stronger sense of the universities interest in their gverall well
being. They advocated similar opportunities for theltr peers and
went on to recommend broadening the scope of such training seminars
to include programs on coping skills, stress management, and
assertiveness. It should also be noted that the Office of Human
Resources has provided such programs at various times during the
last several years.

B. What office/department should take principal responsibility for
the recommendation.

It 1is recommended that somecne intimately familiar with the
structure and resources of the academic wing of the university, and
someone else representing the professional and support staff
component of the university work in a conjoint relationship to
administrate a training effort in the area of leadership. These
two indivj.'dyuals might perhaps best be appointed from within the
vice president and provost office, and within the office for
gzxigzment gnd univer:ity relations. Full recognition of the
~ 8, and access to necessa : \

provided for the coordinators. TV resources would need to be

C. Other offices/departments that may be affected, and how:

D. Faculty and/or staff needeg to support recommendation:

Whi) 2 ’
paréicsfafirggoggéanc:é il;ce;r;alye appear that certain individuals or
categories, should : Within specific role or title
argument can be made for leadershj]
le: it
eﬁg;ﬁ t;;l;*szf uriollesﬁ job labels ang degrees outside the g
leadership ift’y eterogeneocus group to develo th ceentind
critionip gifts un'iqlue Lo their pPersonalit i P e essential
ass of individualg amon ‘ tes. Hopefully, a
fessional, ang

' An A an ideal that
leadership abilities ang potential, | thelr pursuit of their



E. Estimated funding required:

It is possible that much of the *within university" training could
be provided by university personnel properly recognized for their
provision of reputable and valued service. Outside
consultants/seminar leaders could be hired for $1000 to $1200 per
day, with perhaps four, half day sessions provided per semester
during the first two years. A determination could be made at that
time whether internal resources can be effectively utilized for
ongoing training, or whether outcome Jjustifies continued or
increased use of "outside" trainers.

F. List possible alternatives to this recommendation:

Include this proposal as one small component of an overall
coordinated programming effort at Lehigh University, to address the
developmental needs of the community and menmbers within that
community.




ADDENDUM_"A"

i

Responses to Phone Survey

September 1989

The question was asked to 48 Lehigh University
female employees from various job classifications
(17 support staff; 8 TA/GA/RAs; 21 professional
administrative staff or Faculty):

"Has Lehigh done anything to help you develop your leadershi
potential or abilities? (Have you participated in any
Lehigh-offered programs or workshops? If so, through what
program or person?)}"’ ,




Response

No

No

Not exactly

Somewhat

Yes

No

Yes

Somewhat

Yes,
Indirectly

Yes

No

Not Really
No

SUPPORT STAFF RESPONSES

(None coffered)

(None offered)

L.U. - no. Boss - Yes. I have attended seminars
off-campus (related to my kind of work). LU paid.
Boss helps by including me in decisions.

My boss encourages me to take classes. Other

than that - no. LU is making an attempt.
Mammogram seminar very helpful.

My dept. sends me to different management seminars
that pertain to my area of work. LU pays. Really
helps me.

(None offared)

My supervisor encourages me to attend workshops
{related to my work). Dept. pays--1'm a member
of (a professional organization) and am on their
mailing list to learn of training programs, etc.

LU has paid for me to attend Word-Perfect class at
NCACC. I've been selected as a trainer by the
Cultural Diversity Comm. My supervisor asks me

to write up reports, develop brochures, eto.

This helps my leadership development.

My boss lets me make decisions then honors my
decisions. Backs me up on my decisions. This
develops my leadership abilities (self-
confidence. /

I got a new boss and he has been giving me more
responsibility. This has developed my leadership.
0ld boss - NO!

I am disgusted with the University. I don’t think
they really care--although my boss has helped in
sSOome ways.

(None offered)

We need more off-campus programs for support
staff. Several years ago I attended a workhshop
on Assertiveness here at LU--that was good.



No

No

Not directly

Somewhat

Once a support staff (person)--always a suppor?
staff (person). I have a new boss--maybe in time
he might help.

I came from another private college and they were
always doing programs for support staff (e.g.
assertivensess training, leadership training)--
usually conducted by Human Res. Office. We need
this here!

In other areas LU has helped--going to NCACC and
paying for classes. Computer seminars helpful.

I've taken courses--LU paid tuition. My dept. has
had some workshops (stress, assertiveness). LU
has not paid too much attention to developing
support staff. Some individual supervisors do,

but there are some demeaning male supervisors
around.



TA/GA/RA RESPONSES

Response Commant

No (None offered)

No-~-not My boss has shown confidence in everything 1’'ve
really done and that builds my confidence as an

emarging leader in my field.

In some By meeting with people and discussing my work

ways here. No formal training. Mostly internal
development. I would like to attend conferences--
don’t see any postings anywhere.

Yes By allowing me to teéch a recitation class. LU
as a whole - NO

Not But faculty is supportive. [ have an advisor who
directly has helped me become more marketable. I did
attend a conference in California 2 years ago
and LU paid for everything.

Indirectly LU pays for my membership in (a professional
organization). Most of my development is on
my own.

Yes (My appointment) has given me lots of experience
in my field. LU has paid for conference atten=-
dance. '

Nothing I do it on my own--attending scientific con-

actively ferencas but nothing in way of leadership

development.



No

Yes

Yoas

No

No

Yasg

Indirectly

Somewhat (f)

PROFESSIONAL STAFFE RESPONSES
(Administrative and Faculty)
f = faculty

Comment

(None offered)

Soms attempts are made, although my 51tu§t}2n
makes it difficult--I have no gpward mobili 3&
available. I attended an outside program &an
think LU is trying to help.

{None offered)

1 attend numerous seminars and training workshops
at LU expense. I participate in a management
committee under (name) and (name) here op campus
and this helps me a lot to know what's golng on.

We have seminars presented for supervisory ayd
management employees conducted by Austin Gavin.

But I think LU should do something!

But Marsha Duncan supports women and is a fine
role model for us. Austin Gavin game some in-—
service development seminars. LU has contributed
te some of my travel expenses.

I’ve attended numerous off-campus seminars paid
for by LU--to develop supervisory skills, writing
skills, working with different people--conducted

by the Padgett Co. and Nat. Business Women's
Leadership Assoc.

Through (a colleague) who arranges seminars and
programs (for our office). I was asked to
attend a Gryphon meeting and talk about our
department. LU has done nothing formal. I
haven't attended any conferences.

LU’as a whols - NO; My department - YES. By
bglng encouraging. TA’'s teach own classes
without supervision. 1 was formerly a TA now
Adjungt Faculty and when I was a TA Lehigh

paid for me to attend professional conferences
but not now as an ad junct. ,

i , I pay my own dues for
protessional organizations I belong to.



Not really (f)

No (f)

Not really (f)

No
No (f)

Somawhat (f)

No

Yes (f)

Not really (f)

In some
ways (f)

My job requires me to be a leader but nothing from
LU. I will say that LU has made a strong effort
to network female professors and this has been
helpful to me.

Nothing I can think of.

Maybe indirectly. LU has shown concern for women
faculty and this has boosted my confidaence. I
did attend an assertiveness program for female
faculty (Patti Ota) a while back which was
helpful to me.

LU hasn't done anything specific.

It's more within the dept. Different faculty
serve on different committess and this helps
develop leadership status.

I'm encouraged to do things on my own and partici-
pate on committees. I don't recall LU having any
specific programs for women employees to davelop
leadership.

LU could use it--especially grad students working
as GAs.

LU has provided me w/ opportunity to organize and
take charge of various events. I deal w/ many
external people in my work. I usually don't
gather w/ women or attend women's functions. I am
a person who doesn’t look at things as male or
female, although I work in a male dominated world.
If too much goes on for women then men are dis-
criminated against. Then I'd feel I have to defend
them. I’ve been to many leadership programs since
this is part of my field and wouldn't go if they
were offered because I feel I’ve had encugh.

LU has not taken any initiative--but if I wanted
to go to a conference LU makes it possible. LU

is not opposed to leadership develcopment, but

I don’t think LU sees that as part of its mission.

In our classes LU gives us opportunity to set-up
our own courses. This makes us feel as though

we are assuming a position of leadership. I've
attended some computer seminars and a teaching
seminar here at LU, as well as an assertiveness
program (Patti Ota). They were helpful. Although
LU does not pay my dues for prof. organizations,



Yes (f)

does pay for travel. I sometimes feel strange
going to faculty meetings where most of the
audience is male, but in my dept. there are more
women than men so I don’'t feel so isolated. I
feel the opportunity for leadership is more withir
the dept. I come from (a foreign country) and the
emphasis on leadership is not nearly as great as
it is here.

I'm given the opportunity to be on several
committees where I can practice leadership skills.
Kitty Liebhart (Provost’s Office) did some faculty
development seminars (particularly on teaching
techniques) which was very helpful to me. LU does
pay for conference travel, but not my dues in
professional organizations. As a female I feel

I've had to work a little harder on this campus
to establish credibility.




ADDENDUM "B"

Responses to Phone Survey

APRIL 1989

A "Leadership Training for Women” questionnaire
consisting of B questions was asked to the

administrative secretaries of 24 Lehigh depart-

ments, as well as a few Deans. (see sample questionnaira)



Contact Date:
Person:

PHONE RESEARCH - FOR LU COMMISSION ON WOMEN

Re: Leadership Training for Women

QUESTION #1: Has your dept. ever offered any kKind of leadership
training for women that you can recall?

If s0, what?
Who was (or is being) targeted?

If you have done such programs in the past, or are currently%idg
you have any data you could send us--such as what you would n
in an annual report--perhaps the title of the program, date,
location, and attendance figures?

QUESTION #2: Does your dept. offer any academic courses (either
credit or non-credit) for developing leadership skills in general
where women are encouraged to enrcll?

If so0, how do you encourage women students to enroll?

QUESTION #3: As fay as you know, is anything currently being
discussed by your dept. regarding developing leadership in women

(for either staff or students)? That is, anything that might be
offered by your dept. in the future that you know of?

QUESTION #4: Do you feel there is a need for leadership training
for women on campusg?

For female students?__ — What kind?

For female staff? What kingd?

1 0 - '-‘ =2 4 a 5 (o - 3 » L3 >
responsibilities? ¢ Secretaries w/ SUPervisory or administrative

Do you feel there ig

a need N
should such training 5o

Such traininpg®
include? falning? __  1f 50, what

SUESTION #6: . .
Qr : P Do vou recal) if any femalaes {eith e ;

Or support staff) attended any ki °r Professional
brogram either on-campus gy off-¢

If so, do you recall the ature of ghe Program?
: PLlog !



Results of Phone Survey - April 1988

When calling administrative secretaries some didn’t have a
clear conceptualization of what leadership is. Saveral
mentioned stress management or time management when asked

about leadership programs. One mentioned a nutrition
workshop.

In talking with administrative secretaries, it was learned
thgt the following departments offer some sort of leader-
ship training (for either staff or students):

a) Military Science (has a Leadership Lab)

b) Social Relations (Bob Rosenwein)

c) Management professor June West offers a communications
course for graduate students and another one for
undergrads

d) Career Services - offered an in-house assertiveness
training workshop; and Mid-Atlantic Placement Assoc. did
a program that included support staff in which leadership
skills were taught.

@) Dean of Students Office - offers a leadership training
program for IFC and PanHel membership. Includes
information on LU rules and regulations (ex: hazing,
alcohol) and how to handle violations and clamp down
on deviant behavior (per Lisa Hanson). Lisa also
mentioned that she thinks Jan Walbert is quite active
in leadership training programs for students/staff and
that it might be worthwhile checking this out with Jan.

Some topics suggested by secretaries to include in leader-
ship training programs: assertiveness training, communi-
cation skills, work relationships with males, supsrvising
work-study students, dealing with bosses that don't com-
municate, handling personnel problems, how to fire someone--
knowing the laws, supervising friends, some sort of general
training workshop for supervisory secretaries new to the
University, how to deal with people who are angry, confi-
dence-builing seminars, developing organizational skills.
Several secretaries mentioned that they have not seen any
formal leadership training programs offered by LU, but

are offered the opportunity to attend seminars, workshops,
atc. off-campus by their supervisors if they are interested.
Some supervisors even route annocuncements of such seminars,
and programs they receive on to their support staff for their
consideration.



Some secretaries mentioned that they recalled LU offering
leadership training programs for support staff, anc} ‘.-zhen
praessed mentioned such things as assertiveness training,
stress management, computer seminars, and the Brown Bag

Lunch series.

There is a clear consensus that there is a need for leader-
ship training programs --both staff and students alike--
and that leadership means having "people skills" and
knowing how to supervise others.

One secretary mentioned a good leadership program was
sponsored by Dun & Bradstreet for the Controller's Office.

Judy Lasker stressed that she thinks the University needs tc¢
provide the opportunities and vehicles for leadership to
occur more than just the training.

Thgg administrative secretary of the Social Relations Dept.
ment.ioned that there is a loeal Professional Women's Group
that has monthly business meetings where guest speakers

are invited. Leadership for women in the focus of the
group. :




WOMEN'S CENTER

Stud¥ Group: Commission on Women - Campus Life
Submitted by: Denise Gurer
Regarding: Lehigh University Women's Center

Recommendation:

Lehigh University is committed to providing an environment
which will develop the intellectual, social, and professional
skills of all of its students. With the admission of women
undergraduate students in 1971 came a need to provide a canpus
environment that was more conducive to the needs of women
students.

The introduction of a women's center on campus will allow
Lehigh to further meet the needs of men and women in our
community. By serving as a focus for women's issues and
diversity, enlightenment and mutual respect between the sexes
will be facilitated and encouraged.

Space in Johnson Hall has been allocated to house the
women's center. If the center is to succeed in its mission
however, a stronger commitment must be made by the University. A
director of the women's center should be hired and be provided
with appropriate support staff. In addition, the center should
be furnished with appropriate furniture, office equipment,
materials for a resource library, and other supplies.

Recommendation Rationale:

The women's center can play a vital role in improving the
climate for all women at Lehigh. It can serve as a focus for
issues of concern to both genders and contribute to Lehigh's
objective of creating a more congenial environment for women.

The women's center can facilitate interactions among
different women's groups at Lehigh. At present, these groups all
share a common devotion to specific issues of concern to women,
yet they often work independently of each other. The women's
center will provide a central location for the groups to gather
and enable them to work more closely together.

The center can also serve as an information source and
referral service for members of our community who may be
concerned about gender issues or topics.

In addition, the center can assess the needs of Lehigh's
women and introduce programs and services to better meet those
needs. The formation of outreach programs (using center



] d
P ~ fraternity houses, an
) into residence halls, the communi
Zgiggsgigz)can showcase the center to members of ty.

Through a variety of programs and services, the center wiij]

provide:

: ; of 's needs, doals, and
e An increased campus awareness of women ' ,

accomplishments.

e A newsletter to keep the Lehigh campus and peer institutions
informed of the center's activities.

e Additional counseling and/or referrals to the counseling
services already at place at Lehigh.

e Information on scholarships and other financial aid for women.

© Rape crisis information.

® An information library consisting of literature and video tapes
concerning women's needs and concerns.

@ Referral services to local lawyers, doctors, etc.

® Educational programs, activities, and workshops on topics such
as:
- career exploration and job search strategies
- body basics on fitness and nutrition
- women of color issues
- self-defense
- life planning
- decision-making and goal setting
- lesbian issues
= women in management or supervisory positions
- differences in male/female communication
= marriage and family
- time management
= non-traditional careers
- health care
= leadership training
-~ assertiveness
- dual~-career couples
- parenting skills
- separation and divorce
- self-esteen

® Support groups.

® A place where women can C s
community. go to meet and Seclalize and build

® A program for Women's Histe
Day. tory Month ang International women's



What office/department should take principal responsibility for
the recommendation?

Provost, Student Affairs

Other offices/departments that may be affected, and how:

All offices and departments at Lehigh will be affected by
the addition of a women's center. The resources of the center
should be available to all members of the Lehigh community. It
is our hope that the Women Studies Program would be involved in
the programs and seminars of the women's center.

Faculty and/or staff needed to su

A director of the women's center is needed to procure grants
for the center, to investigate grants for Lehigh women, to serve
as editor of a newsletter, to develop seminars and programs, and
to collect literature, tapes and other resource information.

An advisory board will be formed to assume responsibility
for the start-up of the center until a director is hired. This
board will be appointed by the President and will consist of
members from all areas of the Lehigh community.

Estimated funding required:

Personnel costs: $40,000/year for director and support
staff

Equipment costs: $8,000 for office equipment, tables,
chairs, bookcasesz, TV, VCR, resource
materials.




PRESIDENTIAL COMMISSIONS
WOMEN AND MINORITIES
8tudy Group Recommendation

Submitted by: Karen Adams Study Group: __Campus Life

Recommendation:

(a) To develop and expand our recreational space
on campus,

(b) Provide equipment suited for women in the fitness
center. Eg. Lifecycles, Stairmasters, rowing
machines and nautilus and universal equipment
weighted for women.

A.

1. cQurrent Situation - equipment is either antiquated
and/or non-existent. Weights on current nautilus
and universal are too heavy for use by women.

2. Positive Objective - social alternatives that are
constructive and healthy for our students at large.

3. Primary Reasons - a) all students, faculty and staff
can benefit. b) it’s needed - will also help
imaging of Lehigh for recruiting freshmen.

B.
C.
D.

Equipment costs: Approximately $50,000 for equipment.

Renovation costs: Renovation of floor space in Grace Hall
to accommodate two playing floors instead of the current
single playing space. Renovation of floor space for women
in the fitness center to make the fitness center a conducive
environment for all students. Current set up is aimed
primarily at men.



PRESIDENTIAL COMMISSIONS
WOMEN AND XINORITIES
study Group Recommendation

Submitted by: Karen Adams Study Group: Campus I

Recommendation:

Increase bus transéortation to Murray H. Goo@man campus
for athletes and students in general to provide more
effective use of our facilities.

A
1. Primary Reason - athletic bus run can handle a
maximum of 150 athletes to the Goodman Campus (that
is three bus runs over and back). We have over 300
athletes needing transportation not counting
Intramural sports and other students.
2. Positive Objectjve - more effective use of the
facilities by our students
3. Qurrent ¢ Llon ~ Students are driving themselves
2232123 m?q\ﬁtlzs among students who do not have
specially freshmen who i
have carg. are not permitted to
B.

Auxiliary Services, Student Affairs



,m

PRESIDENTIAL COMMISSIONS
WOMEN AND MINORITIES
8tudy Group Recommendation

Submitted by: Karen Adams Study Group: __Campus Life

Recommendation:

Additi9n of women’s soccer and golf to the women’s
athletic program

A.
Soccer :
a) It is the fastest growing women’s sport as
supported by NCAA statistics. ;
b) The Patriot League will be sponsoring soccer as
a women’s program.
c) The need to increase women’s intercollegiate
participation rate at Lehigh.
Golf |
a) Available for men and would add additional
opportunity for women to participate in sports
at a very low cost.
2. Positive Objective - |
a) To increase recruiting of out outstanding
student athletes.
b) To provide increased opportunities for women
to participate in intercollegiate athletics.
3. Currept Situation - club status
B.
‘C.

Admissions/recruiting



PRESIDENTIAL COMMISSIONS
WOMEN AND MINORITIES
8tudy Group Recommendation

Submitted by:__ Karen Adams Study Group: campus

Recommendation:

A.

B.

B.

Need for a minimum'of two additional full-time staff
(coaching) positions for women’s sports programs.

In order to reallocate resources and Create new full-tim
positions, this recommendation could be funded by changi
gggtgonti:gts zﬁ existing coaches from 12 months to 10

8 elther through attrition or agreements with curre
staff to reduce their contract time.g |

If additional full-time
through the reallocation
need to increase the sala
graduate assistants to at
personnel.

positions can not be attained

of resources outlined above, we
ries for part-time coaches and
tract and retain qualified



-

RECOMMENDATION RATIONALE

. Historically, there has been significant deviation and
xnequ}ty of resources/institutional support between men’s and
women'’s a?hletics as revealed in my research and in my ten years
of athletic department experience. As of July 1, 1989, there has
been a dramat}c shift to attain more equitable conditions
regarding equipment, meals, lodging, transportation, financial
aid, treatment of injuries and facility usage.

. More specifically, the office of sports information has
lmproved public relations, as exemplified by the basketball
television contracts and media luncheons. A graduate assistant
and second intern will aid in this effort. 1In addition, an
athletic liaison has been hired by the Office of Admissions.
Finally, the men’s and women’s athletic programs have merged and
a woman oversees budgeting, scheduling and support systems.

The forementioned positive changes have all happened in less
than three months. Action has been taken to improve all athletic
programs and specifically women’s issues at an accelerated pace.
Many more improvements are on the horizon and are literally
occurring more quickly than this report can be updated. Lehigh
athletics is experiencing an exciting and unprecedented growth
and rejuvenation -- the ultimate goal being that all athletes are
provided with the resources needed to attain their full potential
according to the philosophy of the conference, Lehigh and their
sport.

Obviously, a serious commitment has been made to improve
conditions and results are already evident. Several facets of
the women’s program that are still of concern however, are:
increasing full-time staff, adding women’s soccer and golf
programs, continuing part-time salary increases, improving
graduate assistant stipends and increasing bus transportation to
Murray H. Goodman Campus.

Our department is deeply engaged in the process of
identifying, researching and prioritizing recommendations that
will enhance the athletic program including the women’s programs.
The recommendations that follow identify some of the areas which
need to be addressed.



INEQUITIES IN STAFFING

Full-time coaching pbsitions for women’s programs have
decrease by one since 1980. Three women’s teams,
indoor/outdoor track and swimming, were formed by

-increasing the responsibilities of the men’s coaches for

the related teams.

Head part~time coaches have increased from zero in 1980
to four in 1989. This is a major deterrent to the
successful development of the volleyball, softball,
tennis and cross country programs. There just is not
enough "time" to coach, recruit and build a program on a
part-time basis. In addition, the continuity and
stability of two of these programs has been historically
poor.

Appendix A which breaks down the coaching
responsibilities of men’s vs women’s programs clearly
shows the following inequities.

a) Men have 18 full-time coaches for 12 sports while
women only have 6 full-time coaches for 10 sports.
Men have 3 full~time head coaches with no other
responsibilities and women have only 1.

b) Full-time Head Coaches for men’s programs equals 9
while women have only 5.

Cc) Women have 4 part-time Head Coaches while men have
just 2.

Column 4 shows the biggest inequity:

d) Men have 10 full-time assistant coaches and women
have just 2. Of the 10 full time assistant coaches
for the men’s program, 7 are responsible for only
one sport. Women have 0 full time assistant coaches
responsible for only one sport.

In summary, Appendix A , qolumn 1 illustrates that men’s
programs have over two and one-half times the number of full-time
coaches and ten times the number of full-time coaches with no
other responsibilities -- yet they have only two more sports

programs.

Despite this advantage, the men’s programs remain

understaffed relative to conference per institutions. Therefore,
the proposed solutions for women’s sports staffing should not
come at the expense of men’s staffing.



Breakdown of Coaching Responsibilities
Men's vs. Women's Sports
1989~-1990

Full Time Part Time Full Time
Full Time Head Head Assistant

_Coaches Coaches Coaches _Coaches
Men's Sports

Basketball
Baseball
Cross Country
Football

Golf

Lacrosse
Soccer
Swimming
Tennis

Track (In/Outdocor)
Wrestling
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Total for 12 Sports 18 / 10% 9 / 3% 2 9 / 7%

Women's 8ports

Basketball

Cross Country
Field Hockey
Lacrosse

Softball

Swimming

Tennis

Track (In/Outdoor)
Volleyball

*
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Total for 10 Sports 6 / 1% 5 / 1*

* Coaches currently have NO responsibilities beyond their sport. All
other coaches either coach more than one sport or have
administrative responsibilities.

Note: Indoor and Outdoor Track have been combined for both men and
women. These sports have the same coaches. When women's
Track was added to the sports program, the men's Track
coaches were given increased responsibilities. No
additional cocaches were hired. Men's Cross Country also has
the same ccaches as the Track Teams.



Participation in Intercollegiate Sports

Participation by Men 1988-89 1987-88 1984-87 1985-86 1984 -85 1983-84 1982-83 1981-82
Basebal | 33 27 23 26 26 26 29 30
Basketbal | . 15 15 17 18 22 27 24 25
Cross Country 1 21 18 17 23 27 28 28
football 109 118 101 95 105 103 110 107
Golf . 12 13 10 12 12 12 12 10
Ice Hockey 0 0 0 19 27 23 22 20
Lacrosse 35 22 26 28 28 25 28 26
Rifle 0 10 12 12 12 12 12 12
Soccer 27 26 25 22 3 33 38 38
Squash 0 0 0 12 12 12 12 12
Swimming 26. 27 25 26 21 22 22 21
Tennis 1 10 1M - 1" 10 1 12 12
Track & Field 36 - 59 55 58 55 63 65 54
wrestling 32 41 43 39 38 38 38 35

=232 =za2=2 ==3= === ==532 =2E3 t 3+ ¥ § S==Z
Total (Men) 347 389 366 395 422 434 452 430
Total Male Enrollment 2,947 3{045 2,962 3,006 3,098 3,179 3,216 3,293

Peréentogo of Men Participating
in Intercollegiete Sports 12% 13X 12X 13% 146% 14% 16X 13%

Participation by Women

Cross Country 1 15 12 10 15 0 0 0
Basketball 13 10 . 15 10 12 14 13 1"
Field Hockey 22 25 21 30 22 32 30 29
Lacrosse 20 22 20 30 22 35 26 25
Rifle 0 4 0 0 0 0 0 0
Softball 18 17 20 15 15 12 13 12
Swimming 20 25 23 26 20 20 17 19
Tennis 10 10 15 13 12 12 16 1
Track & Field 33 38 0 0 0 0 0 0
Vol leyball 1 1 14 12 15 15 14 15
==== =38 === ==== === SE=S= E=== ====
Total Women 158 \77 140 146 133 140 129 122
Total Female Enrollment 1,736 1,712 1,611 1,533 1,437 1,359 1,286 1,228
Percentage of Women Participating
in Intercollegiate Sports 9% 10X 9% 10% 9% 10% 10% 0%

There is 8 3X difference in the 1988-89 female versus male participation rate in the sports program. This may

not appear to be significant. However, that 3X translates into 52 female atheletes who are not given the
opportunity to compete in a sports program.




&

PRESIDENTIAL COMMISSIONS
WOMEN AND MINORITIES

Study Group Recommendations

Submitted by: Beth R. Golden, Ph.D. and Priscilla Mieses
Study Group: Campus Life

Recommendation:

Lehigh University needs a systematized framework for educating
its studen?s about issues that impact their quality of life. Of
paramount importance-is increased awareness and sensitivity about
issues that confront the women on our campus within the long term
goal of promoting mutual respect, partnership, and community
among the women and men at Lehigh. 1In order to foster these
goals, a focused effort must be made toward increased educational
programming efforts for students, faculty, and staff. For the
moslt part, these resources already exist within the university
community. The task remains to idenlify our resources and Lo
improve coordination of efforts so that exposure to these
critical issues 1is readily accessible.

There are both strengths and deficits in regard to current
programming efforts that address women's issues on the Lehigh
campus. We will address the present status of programs, i.e.,
what was actually accomplished during the 1988-1989 school year
in the area of Residential Life and provide recommendations for
further development in this area. The primary reason for the
request for more programming efforts is simply that the current
level of programming appears to be inadequate to meet the nceds
outlined above. Further, adequate coordination of resources and
systematic programming efforts are lacking.

In the area of residential life it was found that during the
1988-1989 school year, that approximately 26 programs relating
specifically to women's issues were presented in the various
residence halls. The scope of these programs ranged from beauty
and skin care to self-defense, sexuality, and sexual harassment.
The presenters of these programs included Dean of Students staff,
University Counseling Service staft, faculty members, as well as
residentlial life staff. Additional university wide programs were
available as presented by Dean of Students staff and the
University Counseling Service through a series entitled "What's
the Scoop?"

A major difficulty in this programming, most of which was
coordinated by student resident advisors (Gryphons) was their
lack of knowledge of campus resources, resulting in a relatively
small number of programs being presented as well as the



underutilization of existing programs (e.g., "What's the Scoop").
To begin to address this problem, the Residential Life Office has
put together a guidebook of educational programming for gryphons
which will include a listing of contact people on campus along
with their respective content areas. This guide will be
available as of January 1990. Another ongoing difficulty is the
lack of systematized planning in regard to the the types and
amount of programming that will accomplish the objectives

outlined above. At the present time, Gryphons are only required
to present one educational program per semester on any topic at
all for the students living in their residential unit. Therefore

many students, both male and female, have virtually no exposure
to programs that specifically address issues and concerns related
to women. There are currently no requirement or specifications in
place regarding the types of programs that students are exposed
to. :

Furthermore, in regard to the training of Gryphons themselves
it is unclear to what extent these student leaders are being
educated in a systematic way about issues critical to women’s
concerns. Currently, the only coordinated programming effort for
Gryphons related to women's concerns is in the area of sexual
harassment. Given the high visibility of these students as both
role models and peer educators, their sensitivity and knowledge

of issues and concerns relating to women is critical.

Given the current status of programming for students living in
residential housing, we are making the following recommendations:

1) Residence area coordinators should develop a systematic
programming policy with sensitivity to issues emerging in the

campus community , e.g. being a female in a predominantly male
environment. They should provide increased guidance for gryphons
in utilizing already existing programming efforts (e.g., "What’s

the Scoop?").

2) Gryphons’ requirements for coordinating educational
programming efforts for students in their residential unit should
be increased to include at least one program per semester that is
specifically tailored to address the issues and concerns faced by
women on this campus, Important topic areas would include
sexism, gender role stereotypes, gender role conflict, sexual
harassment (including peer harassment), date rape, relationships
and communication. All students, both male and female, should be
exposed to such programming.

3) More systematic programming should be developed for the
training of the gryphons themselves, tailored to address the
issues and concerns faced by women.

4) In order to carry out the above recommendations and tap into
the full potential of resources in the campus community. more
interdepartmental coordination and co-spousoring of programs with



such Qﬁfices as_Dean of Students (e.g. I.C.A.R.E program)
?ounse;1ng ?erv1ces: Health Center should be planned, as well as
increased liaison with faculty and other professional statt with
particular areas of expertise.

5) Calendar coordination and advertising are essential
considerations for larger programming efforts to ensure that
larger numbers of students are exposed to these important topics.

6) The idea of using Diversity Training sessions (which focuses
[ P 3 . » . :

on both women’s and minority issues) should be considered as an

integral component of freshman orientatiorn.

What office/department should take principal resposibility for
the recommendations?

The Office of Residential Life should take principle
resonsibility for the above recommendations. However, the Dean of
Students Office should play a primary role in coordinating the
educational programming efforts. In previous years, one of the
primary resposibilities of Assistant Dean Jan Walbert was to
coordinate educational programming on issues and concerns [aced
by women. It is recommended that Dean Basso continue to
coordinate and expand these efforts.

As noted above, other offices and departments may be affectoed in
these efforts. This would include the University Counseling
Service, The Health Center, Career Scrvices and other facully and
staff with particular areas of expertise.

_to_support recommendation

Faculty and/or staff needed

It is possible that additional staff may Le needed within the
Residential Life Office and the Dean of Students Office in order
to improve coordination efforts of campus resources and expand
the number of programs presented. It is possible that these could
be Graduate Assistant positions.

Personnel costs -- minimal

Equipment costs -- minimal, possibly audiovisual materials,
budget for selected guest speakers.

Renovation costs —-—- none

The development and adaptation ot a University 101l class which
would provide a more formalized, systematized approach to

educating all students about issues und concerns related to



women, as well as other critical issues (e.g., AIDS, diversity
issues).

Additional suggestions:

This report has addressed the needs of undergraduate students i
regard to improving programming efforts that focus on womeli's
issues. In surveying the status of programming efforts that
address the needs of graduate students, it was discovered that
there is only one systematized program iu place, one that
addresses sexual harassment issues tor graduate teaching
assistants. Otherwise, educational programming efforts for
graduate students are virtually nonexistent. Occasional etfort
are made by various departments but seem to reach only a limite
number of students, Based on these findings, it is recommended
that programming efforts be tailored to the needs of graduate
students and that existing programs bLe significantly expanded.
The establishment of a Women's Center at lehigh would provide a
ideal resource for providing educational programming to meet th
unique needs of graduate students.




SAFETY

Study Group: Commission on Women - Campus Life
Submitted by: Denise Gurer

Regarding: Safety at Lehigh

Recommendation:

Lehigh University has always been concerned with the safety
and security of students, staff and faculty. Through education
and on-going improvements, the University works to maintain a
safe environment for members of our community.

Each fall, the Campus Lighting and Safety Committee tours
the Lehigh campus at night to assess the lighting and safety
needs and make recommendations for improvement. Representatives
on this committee include facilities services staff, dean of
students staff, residential services staff, and students. The
primary charge of this group is to study the campus and note any
areas which may be a potential lighting or safety concern. The
committee's primary focus is the safety of anyone walking or
driving through campus, and members have grouped their
considerations into 3 priority areas: lighting, pedestrian
safety, and emergency phone locations.

The Campus Lighting and Safety Committee is allotted $5,000
to $10,000 annually to spend on campus improvements. After
careful research, it is our recommendation that this amount is
not sufficient to keep up with the necessary work that must be
done around campus. To keep up with recommendations from fall
1989, the committee estimates a need for $70,000 for new
lighting, $15,000 for minor pedestrian safety changes, and
$15,000 for the installation of emergency phones. The Study
Group's suggestion is that the Campus Lighting and Safety
Committee be provided with $25,000 per year for four years until
the back-log of safety items is eliminated.

There are several actions the University can take to
continue to improve safety at Lehigh which may not rgquiye
funding. First, it is recommended that the Campus Lighting and
Safety Committee be broadened to include representatives from the

faculty.

Another recommendation is that the fraFernity associations
take responsibility for lighting around tpelr houges: lstudents
drive and walk to fraternities for late-night SOC}&IIZlng, and
are often faced by improperly ligh;ed p@thways, sidewalks, and
parking lots. Many of the University llgh?s‘around the
fraternity houses are vandalized and facilities services hgs a
difficult time maintaining working lights. Therefore, it is
recommended that the University work more closely with the



fraternities to educate them about the importgnce of proper
lighting and safety for their members and their guests.

A third recommendation concerns the Bethlehem city streets
in the neighborhoods close to campus where many of our studeyts
live. Bethlehem has been approcached by Lehigh in the past with
suggestions to improve the street lighting but there hgve been
little or no improvements. It is recommended that Lehigh
continue its conversations with city officials to improve the
street lighting for the enhanced safety of our students and city

residents.

Recommendation Rationale:

With the addition of the new business college, new traffic
patterns will evolve which will, in turn, create a need for
further study of lighting and safety on campus. The Campus
Lighting and Safety Committee will monitor the changes over the
next few years and make appropriate recommendations.

Below please find brief sketches of the Campus Lighting and
Safety Committee's current recommehdations: ,

I. Lighting - Asa Packer Campus

® A pole light on Webster St. opposite Whitaker "bridge".

® A po%e light on Webster St. at the northwest corner of the
service drive behind Whitaker.

® A recessed light with a photo-cell in the soffit east of
the Bookstore's entrance to Maginnes Hall (24-hour teller
and emergency phone location).

® A pole light on the north side of WeSt P
New and Vine Streets. acker Ave. betueen

e A building~mounted 150W high-pressure sodium fixture with
a phgtocell on the socuthwest corner of 436 Brodhead Ave.
to light the walkway to the rear parking lot.

® gkpgle-mcunted HPSllight at the southwest corner of
lrg head Ave. parking lot, similar to Chi Psi's parking
ot fixtures (heavily used pParking area).

e A build%ng—mounted 250W HPS light with a photocell on the

south side of the CHgR buildin B
light the Physics parking lot.g cooling tower enclosure to

® A pole light at the bottom of the Steps east of coxe Lab



A pole light at the north bend in the path east of Coxe.

A street 1@ght on the existing pole west of Lamberton to
light the intersection.

® A street light on the existing pole along the path between
Centennial I and First Terrace.

® Two pole lights along the south edge of Centennial II
parking lot.

® Replace the gxisting tree lights along the north side of
the road behind Drinker with four street lights on poles.

e A street light at the intersection of the rcads north of
Trembly park.

Sayre Park

® A street light on the existing pole on Eighth St. at the y
west side of the driveway to Delta Upsilon. 5

e A light at the south edge of the parking lot between Sigma §
Chi and Phi Gamma Delta.

® Two pole lights along the road between Alpha Tau Omega and
the look-out.

Goodman Campus

® A pole light at the south end of the squash courts.

® A pole light at the curve in the driveway leading to the 2
Ben Franklin Building.

® A pole light at the center of the south edge of the
parking area south of the Ben Franklin Building.

e Two pole 1igﬁts at the east parking lot of the Ben
Franklin Building.

II. Pedestrian Safety - Minor Changes

e Paint solid yellow stripes down the center of all Sayre
Park roads.

e Extend the existing guardrail east of Sigma Phi's parking
lot along the bank toward Alpha Tau Omega and 50 feet past
the dirt path - approximately 150 feet total.

e Supply and install speed limit signs for Sayre Park roads.



i i ‘ t side of
® Pour a new section of sidewalk from.the eas
Richard's parking lot to join the sidewalk at the rear of

Centennial I.

® Supply and install a guardrail at the east corner where
the stairs from the rear of Drinker meet the road above.

e Supply and install a guardrail on the downhill side of the
road west of Phi Gamma Delta.

Major Changes

.

© SAYRE PARK ENTRANCE - Provide a walkway to the east of the

stone pillar because of not having a safe place for
pedestrians to walk when two cars are passing each other
through the gate. This involves cutting the bank back,
removing at least one tree, and putting in a sidewalk.
This is also recommended as the next most desirable
location for a bus shelter.

® TOP OF BRODHEAD AVENUE - Build a real set of stairs and
sidewalks from the top of Brodhead Avenue to the Psi
Upsilon parking lot for easjer access to the U.C.

® FLAGPOLE INTERSECTION - Make the section of road from the
flagpole to Chandler one way east with a stop sign at the
"T" intersection coming from the west. Also, paint

Ccrosswalks at this heavily used and poorly understood
intersection.

® TQYLDR’STREET: GRACE HALL TO LAMBERTON - Provide a proper
sidewalk from Taylor Gym up to the intersection at

;ambe;top Hall. Consulting must still be done to decide
if this is feasible,

® PACKER AVE, INTERSECTION BETWEEN PHILOSOPHY AND PACKARD
LAB ~ make the intersection safer. Consulting will be

recommended for campus security phones. These are:
® Near the east entrance to Lamberton Hall.

¢ Near the west entrance to Linderman Library.

® Along the flagpole walk north of Library Drive.

® On Packer Avenue at the Whitaker Lab bus stop



Te:r the entrance to the Alumni Building visitor's parking
ot.

® In the sculpture court near Fairchild-Martindale library.

® On Grant Street southeast of Newman Center.

® Aligg the walkway between Chandler=-Ullmann and Williams
Ha .

e Along the walkway south of Christmas-Saucon.

the recommendation?

The Office of Physical Planning, Dean of Students
Office, Residential Services.

Other offic

All offices and departments at Lehigh would be

positively affected by the addition of greater safety
measures.

None

Estimated funding required:

Personnel costs: $0
Equipment costs: $0
Renovation costs: $25,000/year for four years




COMMISSION ON MINORITIES

COMMISSION ON WOMEN

CONDITIONS OF EMPLOYMENT/RECRUITMENT,
RETENTION, ADVANCEMENT

MINORITIES AND WOMEN



Recruitment
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation

Submitted by: Henry Odi Study Group: Conditions of Employment

Recommendation:

Higher Education Administration Internship Program (Modeled after ACUHO-I
Internship Program)

1. Summer Program -- To start May 22 and end August 15. This includes
a work week of 40-60 hours.
2. Year Round Program -- 20-40 hours every other week as a work-

study program.

A. Recommendation rationale:

Provide work opportunities for Minorities in Staff positions at LU through a
rotational learning program:

a. learn areas of University

b. exposure to Lehigh system

c. learn planning and budgeting

This program would allow class credits for internship projects. This program
would serve as a recruitment tool for Undergraduate and Graduate students
as well as staff positions.

B. What office/department should take principal responsibility for the
recommendation?

Executive Assistant to President (see following proposal)
Dean of Students Office
Office of Human Resources

C. Other offices/departments that may be affected, and how:

College of Education Career Services
Business Department Financial Aid
Provost Office Admission Office

Auxiliary Services

D. Faculty and/or staff needed to support recommendation:

- This program will require faculty and staff support to succeed,' ‘
- Faculty involvement will be more important if students to receive credit

for work.



Henry Odi
Internship program
Page 2

E. Estimated funding required:

Parsonnel costs: $650 - $800 per/mo -- Summer - 2,400
-- Semester - 3,200
Housing/Board costs: Room and Board for summer program $300 - $450 per

month {$1350 summer).

Semester - if internship only - r & b
if student - stipend only

Cost during academic year = $3,550 (equals r&b/year)

F. List possible alternatives to this recommendation:

-Create only summer internship program

™ Aftached is information on current summer internship program in the Office of
Residential Services **




ACUHO-I INTERN SCHEDULE SUMMER 1989

Tuesday, May 23, 1989 - Move-In

Prepare Temporary Meal Ticket (credit card size)
Brenda McKenzie
SS #
ACUHO-I Intern - Residential Services Dept.
Lehigh University

Account Number: 300750
Account Executive Signature:

Wednesday, May 24, 1989

Get temporary Lehigh University 1.D. for library purposes etc. from the 1.D. Office focated at Christmas
Saucon Building.

Temporary Parking sticker until August 16 from Parking Services In Johnson Hall basement if Intern will
have a car on campus.

Long distance phone access code from Telecommunications Office - Linderman Library.

Tour of Campus and office the intern will have contacts with and introduction to key people.

Go over the Manual 1988 Intern prepared.

Work hours:  8:15 a.m. - 12:00 noon and 1:00 - 4:45 p.m. - Monday - Friday.

Notify intern when he or she will be paid - biweekly or monthly.

Completion of 1-9 form, Tax form and Transportation Services form (permission to drive University

vehicle).

Thursday, May 25, 1988 - Official Workday at 8:15 a.m.

Hall Inspections and Damage Biliing - June 15, 1089

Comparative Analysis - June 1, 1989
- Saucon Village Apariments/Apartments in the area
- Room and Board Rates 1889-90
- Local Schools
- Update listing of contact persons - put in alphabetical order by institution.
- Use ACUHO- directory for names, Numbers, etc. not avallable or to see if person Is
still there.
- Check with David Joseph on final version.

Conference Services - Mark Shuster
- Alumni Weekend

Publications - Henry Odi
- Living-ln brochure - Freshmen
- Welcome Back brochure - Upperclassmen

- Gryphon Manual

(@) Resource Section

(b) Maintenance/Operation Section

(c) Emergency Procedures Section
- Residence Hall Council Pamphlet for Upperclass
- Residence Security Manual



Hall Director Training - Mary Kay Baker
- Welcome Packets
- Training Schedule
- Inventory of Staff Oﬁices/f.panmentg )
. . Order supplies for staff offices and distribute

Picnic for Maintenance/Housekeeping/Residential Services for about 75-85 people.
Evaluate and order supplies - First Aid Kits - Mark Shuster

Evaluate and update Fire Safety and Security Prograpn - Mark Shuster
A Develop calendar of events for academic year.
1. Fire drills
2. Safety inspections
3. Theme for each month {September - May)
4. Posters/Table Tents

B. Work with Coordinator of Safety and Special Housing Services in developing training
program for Gryphons (education and prevention).

Food Services Project

Procedures/Training Manuals for Each Support Staff Position: Marie Young
Spend time with each support staff person and learn what they do.

Assist the Associate Director in Developing Damage Reduction Program in the Residence Halls:

(1) Educational Programs

(2) Necessary Materials

(3) Incentive Program

(4) Involvement of Hall Directors/Gryphons and Allied Maintenance Supervisors

Prepare Master Schedule of CiP Projects and Conferences - Distribute

Picnle for all Summer Student Workers in Residentiat Services Department (Second Week in
August)

Freshman Glveaways - Promotion Campaign - Henry Odi
- Get Donations from surrounding businesses
- Make boxes/slips
- Thank You's
- Memo to Hall Directors regarding the freshmen giveaway and instructions.

Check-In - Henry Odi/Janice Csrnko .

- Get all materlals copled/count into building packets

- Make staff name tags - Residential Services

- Make all necessary arrangements for check-in at Alumni Building
Fraternity Business Manual Update
Update all Books/Files/Purchase Orders
Be prepared to attend meetings with the Associate Director
Prepare important arrival dates.

Henry Odi

HUO:my




OFFICE OF RESIDENTIAL SERVICES
LEHIGH UNIVERSITY
ACUHO - Intermship Interview Questions

What do you know sbout the Lehigh University Program?
(Explain program offered at Lehigh)

Vhat are you dolng presently?

What do you like and dislike about your current position?

What do you expect to get out of the internship experlence?

Why should T nire you for the intern position?

(over)



what are your strengths and weaknesses?

Ask about dates avallable, areas of interest, etc.

Discuss arrangements (food, room and pay).

Explain when decision will be made, when they can expect to hear from you
and wvhen a finsl decision will be made. '

Ratiung Scale: 1 - 10

Date Called

Name of Candidate

Institution

HO/rma
3/20/89




I11A.

Program Content

Lehigh University offers an exciting and growing Residence Life
and Residential Services Office. By observing and assisting with
general administrative tasks, reviewing residence hall contracts
and policies, initiating personal projects, meeting professionals
in the field, etc., the interm will gain a variety of valuable
experience. 1In addition to a general overview of Residence Life
and Residential Services, he/she can choose to become more deeply
involved in areas of individual interest. The intern selected
for Lehigh will have the knowledge of residence services, and
make a valuable contribution to our program. Lehigh's “small
community atmosphere" will enable the interested intern to gain
comprehensive exposure as well as hands-on experience in
virtvally every aspect of an energetic housing operation.

Please see the attached outline for specific areas of
concentration. A weekly timetable for specific job assignments
would be too difficult to finalize at this time as some
assignments may overlap and too many variables come into play.
However, the intern will spend an equal amount of time in each
area — depending upon areas of interest. All supervision of the
intern will be from the mid-management level.

Host Institution - description of university

Founded in 1865, Lehigh University shares in the historical
heritage of Bethlehem. The fact that Lehigh was established in
Bethlehem reflects the tradition of education established by

the community's first settlers 30 years before the founding of
the nation.

With full-time enrollment of 4,600 wndergraduate and 2,000
graduate students, Lehigh University is accredited by the Middle
States Association of Colleges and Schools.

The undergraduate and Master's programs in business adminis-
tration are accredited by the American Assembly of Cellegiate
School of Business. The engineering curricula are accredited by
the Accreditation Board for Engineering and Technology. Various
College of Education programs are accredited by the National
Council for Accreditation of Teacher Education, including
Commonwealth of Pennsylvania approval for certification

programs. Programs in chemistry are approved by the American
Chemical Society.



IIb.

I1I.

Host Institution - description of Housing Program

high, there are a variety of living options available to
shtug:ntg.' Bpproximately 86 percent of all Wdergraduate mentﬁzd
women are in residence in on-campus fac111t1v:=.s. Thesg take
form of residence halls, apartments, suites in a mu{[tl—stc.:ry
building or residence in fraternity houses or sorority units.
In zddition, the University owns and operates an apartment 3
complex for married and/or graduate students who are enrolle
full time.

The residence halls at Lehigh are a self-supporting auxiliary
service. They are entirely financed by student room rents.

The two components of the Residence Office are the Regiden;ial
Services staff and the Residence Life staff. The Residential
Services staff is responsible for the physical operation and
administraticn of the residence halls, sororities and
fraternities. The staff makes room assignments, processes
billing, furnishes the student rooms and lounges, supervises the

maintenance and housekeeping of the buildings and oversees
building improvements.

The Residence Life staff is part of the Dean of Students staff.
The Residence Life staff is responsible for providing students
with the opportunity to maximize their growth while living in

residence halls. This is done through programming, discipline,
counseling, and advisement.

Geographic Location of Institution:

Lehigh University is located in Bethlehem, Pennsylvania. Those

who plan to visit Lehigh University can reach Bethlehem,
Pennsylvania, by private car or commercial carrier. The

Ur‘liversity‘is locateqd approximately ninety miles from New York
City and sixty miles from Philadelphia.

A bus depot is located just two blocks from the University
campus. The Mlentom-Bethlehem—Easton Airport, just 15

minutes away by cab or airport limousine, is served by a number
of airlines.

Construction of the final Segment of the 1-78 interstate

h%ghway system is underway and will bring the route to within a
mile or two of the ca

Mpus when completed in 1a87,




Sumner

II.

III.

Iv.

PROGRAM CONTENT FOR ACUHO-I INTERNSHIP EXPERIENCE

Financial Management

A. Review of budget areas, projections of future expenses for budget model

B. COoordinator of damage billing system

C. Ooordination of capital budget allocations

D. Meet with buddet director of the University to explore the cverall scheme
of budgeting and to become familiar with considerations in the budgeting
process

Inventory/Purchasing

A. Assist in purchasing of residence halls equipment, furmiture,
. supplies, etc. .

B. Complete written inventories of residence halls

C. Update purchasing files ‘

D. Update inventory files

Maintenance of Facilities

A.

B.

Meet and interview people in all areas of maintenance, janitorial,
physical plant

Review capital projects for residence halls

Off-Campus Housing

A. Become familiar with state and federal laws regarding leases, landlord-
tenant rights and responsibilities

B. Coordinate seminars on off-campus living

C. Develop brochures and guidelines for off-campus living

D. Update off-campus listings

Staffing

A. Assist with recruitment process for student staff and Hall Directors

B. Assist with planning for staff orientation

C. Review and edit staff manuals

D. Assist with planning professionals staff development calendar

E. Assist with planning in-service topics for student staff

F.

Plan and organize educational, socizl, and other developmental programs

Research and Assessment

A.
B.
c

Assist with departmental research projects
Complete surveys and questionnaires

Data collection, assist with development of recommendations for future
improvements



vil.

VIII.

IX.

X.

General Administration

A.
B.
c.
D.
E.
F.
G.
H.
I.
J.

Assist with record keeping

Assist with check-in, checkout procedures

Prepare staff manuals

Prepare occupancy reports

Practical experience with computer

Assist with summer housing assignments

Review lottery/rcom assignment procedures

Special projects

Assist with preparation of publications, contracts, etc.

Review of internship program and recommendations for the future

Food Service Administration

A. Meet and interview all management personnel

BE. Review and revise food survey

C. Review nutriticnal aspects of meals in cooperation with dietary interns
D. Review capital projects for food services

E. Review activities of students dining committee

Safety/Szcurity

A, 1&553:.5‘6 in implementation of fire and life safety services

B. Assist in coordination of facility services for handicapped

C. Review 504 compliance statements and make recommendations

D. Meet and interview Campus Police

E. EBecome familiar with NFPA codes :

F. Assist in preparation of fire and life safety materials, brochures, etc.
Conferencesg

A. Rev:'_xew c;onference requirerments and contraﬁts

B. Assist m‘estab%lshrrent of policies and procedures

C. Meet and interview Conference Coordinator

D-

Assist in conference sét-ups and inspections




Recruitment
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation
Submitted by: Bowen, Odi Study Group: Conditions of Employment

Recommendation:

To maintain commitment to middle school program that encourages students
to graduate from high school and attend college by allocating $1,500.

A. Recommendation rationale:

In a diminishing market, it is important that we as a university utilize early
intervention as a tool for recruiting minorities. To begin at only the junior or
senior year is much too late to reach this target group since some of these
students will drop out by age 16.

B. What office/department should take principal responsibilily for the
recommendation?

Admissions office (primary)
Career Services (secondary)
Financial Aid (secondary)

C. Other offices/departments that may be affected, and how:

Every depariment might be involved at some time through tours of the
facilities or providing services. Areas such as Food Services/Club 31, the
Libraries, the Robotics Lab, Residential Services and the Music Department
could contribute to the success of the program.

D. Faculty and/or staff needed {0 support recornmendation:

Create a position in the Admission Office that would coordinate local outreach
proegrams (on the high school and junior high school levels and for all ethnic
groups)

Assign responsibilities to current admissions department employee.



Curtissa Odi
Recruitment
Page 2

E. Estimated funding required:

1) $1,500 minimum for development of long range activities
2) Personne! costs: $28,000 for salary and benefits of Outreach Educator.
* Each year a new group 6-12 (7 years x 30 students = max is 210)

F. List possible alternatives to this recommendation:

Give $500 - $750 to current Assistant Director of Admission to enable her to
continue outreach efforts begun Spring *89 with Broughal Middle School

- Lunches
- Sports Events
- Educational/Cultural Programs

Contact person: Curtissa Odi




Broughal Middle School Program
(Spring 1989)

Purpcse of Visits

To enccurage students to:

do well in school

stay in school

. understand why it is necessary to take a variety of
disciplines

acquire high school diplomas

think college and careers

consider Lehigh University as a college choice

RO OO0

Focus Groups

Two student groups:

1. seventh grade class (18 students)
2. sixth grade class (14 students)

All of the students are currently enrolled at Broughal Middle
School.

Meeting Days & Times

In general, a fifty minute session occurs every three to four
weeks with each group of students. The sessions are held in a
Broughal Middle School classroom.

Plan of Action

Through a series of six sessions, students became actively
involved in activities that wece educational, stimulating, and
hopefully, FUN!! Each session serves as a bulldlng block for
the next session.

Session 1

Observe several groups of students in 6th and 7th grade (their
academic levels should cover a broad range).

Session 2 (Icebreaker)

The session begins with a "Name" activity. After we discuss
what an adjective is each student must come up with an adjectlve
name for themselves. After the "Name Game" students participate
in a question and answer game, plcklng questions from one of two
stacks of cards. COne stack consists of general questions and
the other stack of questions requires a little more thinking
through on the student’s part.

Session 3

Since some of the questions in session two deal with academic
1ssues, this session continues to explore these areas. The
chlldren begin to closely examine each of the subjects they take
in school and why they are important as they begin to think
about college and careers.



§§§§éggs4how their academic subjects are used in conjuncticn
with specific careers/professions. Since some of these
professions require college education, we began to talk about
college. Specifically, the children are familiarized with
ccllege terms. (Note: This serves as preparation for our
college visit.)

Session 5
Visit Lehigh University. This years trip included a tour of )
a session at Career Services, a demonstration

Linderman Library,
in the robotics lab, an inside look at a residence hall and

lunch at Club 31.
Sesgion 6
Review all of the things covered in Sessions 1-5.

Lead discussion on making Choices - choosing to do well and be
This session starts with examining why 2

Have those children that want to i i
v ’ give me thei
also gave my campus address to tﬁose who wanbdft?ddresses. !
Follow-Ug

Send a follow-up letter tqg students next year.

it @ newsletter once the ‘
* e -Ney graduate middl i
EégglzgggolﬁTga{led "Wh?re are they now?s S?EE?idgn?nggh;nto
g r ips for being a Successful high school studéit "

Send them Lehigh 3 Srmat | : ‘ .
school. g information in their Sophomore year of high

Invite them back to campus in 11th grade

(Note: 1t would be i
from the chilqr Jreat if a Progress report
academically)_ en from time tg time to seephow gggida?: §§§§58d

Have gulddn\;‘ Evaluatio
Six sessione withnselors and studentsg provid
Suggestions for improvemens feedback on the

-~ - o
—_ e e
-—

Curpis;a Scarlett Oai
Admlss1on Counselor

for us to contg ]

G cCltlnue in gt

Sessions wil] p Ure years. " i

?&g Brother/sisggifuily become a fcrmalsgig ?ff of these

ugudents. Bill Feiplggram between Lehigh sguggnrzxg gear as a
‘ p ST Na Broughal




Recruitment/Retention
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation

Submitted by: Bowen, Odi  Study Group: Conditions of Employment

Recommendation:

To provide consistent training to all new supervisors, managers, department
heads with management and hiring responsibilities in the areas of positive
employee management and targeting such topics as interviewing, selection,
affirmative action, and problem solving. This recommendations is more
important now that the decision has been made to decentralize employment.
Currently there is no consistent approach to training and development of
supervisory personnel about Lehigh's policies and procedures.

A. Recommendation rationale:

To enhance the quality of the work experience at Lehigh. Word of mouth is
the best advertising we could have. If employees are satisfied, they will
encourage others to apply for positions at Lehigh. Lack of knowledge and
understanding leads to inconsistencies in managing problem situations and in
the hiring process which can result in costly employment decisions.

B. What office/department should take principal responsibility for the
recommendation?

OHR and the major areas identified for the new decentralized employment
system.

C. Other offices/depariments that may be affected, and how:

Major areas identified as responsible for decentralized employment. All newly
promoted supervisors and managers.

D. Faculty and/or staff needed to support recommendation:

Planning, organizing, implementing to be responsibility of OHR through
training and development.

E. Estimated funding required:

Personnel costs: Costs of paying a consultant to assist with certain areas.
Daily rate will vary from $750 to $1,500.



Training materials: Depends on program selected - approximately $6,000
Total Cost: Approximately $10,000.00

List possible alternatives to this recommendation:

Training done by Lehigh employees (indirect costs involved) Develop own
materials
Programmed learning materials in library to use as needed.




Recruitment 7
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation

Submitted by: Bowen, Odi Study Group: Conditions of Employment

Recommendation:

Increase advertising to more effectively reach minorities and female
applicants. Develop methods to increase minority representation in applicant
pools and to target specific groups.

A. Recommendation rationale:

1. Increase visibility

2. Reach larger audience

3. Target women and minority groups

* Currently, $3,000 available for advertising for SS positions only.

B. What office/department should take principal responsibility for the
recommendation?

Office of Human Resources

C. Other offices/departments that may be affected, and how:

Those who recruit for employees

D. Faculty and/or staff needed to support recommendation:

None

E. Estimated funding required:

Vitae Ad:  Black Issues - Qrirly - $450.00 X 4
Chronicle - Qrtrly - $340.00 X 4
Hotline Ad - Qrirly - $250.00 X 4

Brochures: Design and Mechanical - $215.00
Poster: Design and Mechanical - $200.00

(Printing not included)
Total Cost: $4,575.00

F. List possible alternatives to this recommendation:

Continue present patterns of advertising upon request.



MINORITY
PROFESSIONAL
VITA BANK

LEHIGH UNIVERSITY has established a Minority Professional ¥ita
Bank 1o identify and pursue qualified candidates for administrative posi-
tions at the University.

LEHIGH UNIVERSITY is a private institution, comprised of approx-
imately 6500 undergraduste and graduate students. Located in the Lehigh
Valiey, we are 60 miles from Philadelphis and 50 miles from New York Ciry.

Imeresied persons should send their vita or resume and siaternents speci-
fying areas ol tnterest 10: LEHIGH UNIVERSITY, Affirmulive Action,
612 Brodhead Avenue, Bethichem, PA 18015, Equal Opportunity/
Affirmative Action Employer.

_




Recruitment
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation
Submitted by: Bowen, Odi Study Group: Conditions of Employment

Recommendation:

Prepare a data base of current programs that involve Affirmative Action or
community outreach to increase minority presence on Campus.

A. Recommendation rationale:

Every employee is a Lehigh representative. We would like to tap into this
network and use it for recruiting, public relations and referrals. This would
help us develop closer ties to groups such as the local Hispanic community
and groups that represent women's iSsues.

B. What office/department should take principal responsibility for the
recommendation?

Community Relations
AAEOC Commission

C. Other offices/departments that may be affected, and how:

All employees and departments could participate in this program as a way of
keeping our Diversity Awareness program alive.

D. Faculty and/or staff needed to support recommendation:

Once the database is created, it will require yearly update. Survey to be
updated annually.

E. Estimated funding required:

Personnel costs:  Part-time/student project

F. List possible alternatives to this recommendation:




Retention
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation

Submitted by: Bowen, Odi  Study Group: Conditions of Employment

Recommendation:

To evaluate performance of managers & supervisors based on their efforts to
help Lehigh meet its objectives: hiring, retaining, developing employees,
achieving multi-cultural diversity.

* See sample

A. Recommendation rationale:

Hold managers accountable for efforts and results. Monitor results through
performance appraisal. This will help us continue the efforts of the Divarsity
Awarenesds program currently underway.

B. What office/deparntment should take principal responsibllity for the
recommendation?

OHR/Provost/VP Stems

C. Other offices/depariments that may be affected, and how:

All departments would be affected by this program.

D. Faculty and/or staff needed to support recommendation:

E. Estimated funding required:

Personnel costs: Informational sessions to explain goals and objectives
Renovation costs: Change PAR form

F. List possible alternatives to this recommendation:




NG — Exhibits effective written communications in terms ol neatness. format,

WRITTEN CDMMUMCATIO I as external contacts with customers, suppliers,

organization and the ability to seli ideas. Consider internal as we

external associations. | |

___ (5) Excellent writing skills in commun?cahng’weil-orggmzed
(4) Writes clearly and is usually effective and perguaswe.
(3) Written communication skills acceptable to discharge

: itfi i i ‘ internal contacts.
____ (2) Has difficulty in relating to some extg{nal and/or interna !
§1; Written communication ability insulficient 10 fulfill position requirements.

ideas. Persuasive at any level.

job responsibilities.

COMMENTS!:

MANAGEMENT FACTORS — Evaluate performance in the following categories only ifthey are requirementsofthe
position.

AFFIRMATIVE ACTION — Achievement of the Affirmative Action goals through the use of relevant
personnel actions with respect to (but not limited to) hiring, pramaotion, compensation, training, assignment and

staft counseling.

. {8) Consistently identilies problem areas within realm of jurisdiction and makes wholehearied etfort to take
Aflirmative Aclion. Assures prolected classes are given full opportunity for promotion, transier and
training. Surpasses Alfirmative Action goals.

. {4} Works enthusiastically 1o support Equal Employment policies. Attains scme Affirmative Action goals.

. {3) Makes conscious effort to implement and support corporate Equal Employment Oppartunity policies and
programs and shows good progress toward attainment of affirmative action goals.

o (2} Shows limited supportof corporate Equal Employment Opportunity policies. Only moderately successiul
at attaining Aftirmative action goals.

{1} Neglects to set Affirmative Aclion goals. Jrresponsibie to Equal Employment Opportunity policies.

COMMENTS:

STAFF DEVELOPMENT — Eflectiveness in guiding and training subordinates to improve their overalt performance
and increase their potenba! lor advancement.

w— [5) Consistent dedication and eflectiveness in guiding, lraining, ‘and developing peopie contributes
mbstam:ally to the overall improvement and promeotability of subordinates. Develops successors.

o () Geanally helps subordinales 10 improve themselves by advising, counseling or coaching them for
additional responsibitity and advancement.

e {3} Provides Ieader'ship\ coaching and training to subordinates under ordinary circumstlances

w—— (2) Shows himited inclination or effectiveness in helping subordinates to improve and deve!ob

e (1)} Shows unwillingness and/or ability to assure responsibility to develop and improve subor‘dinates,

COMMENTS:

DELEGATION — Assignment of specific responsibilities and delegation of authority.

—— {5} Delegates authorily and makes ¢ i i
er [ i imi
opogaues au personnel assignments with excellent discretion. Optimizes the use of

— 2&3% a‘fr\;erlor ability 1o seiect and assign responsibitities 1o subordinates.
e s as good success 1IN making assignments and delegating authority
— ty.

[)(1635 not alw a)‘s ECDg s
vl L d lake ad /3 I g g

I mze a‘ ! tak var la(]e o] Capablll es O' subordi yates in makin assignmer ts
SE dom GE‘GQ}BIGS aUthO”"}:SO( et es GE‘IEQEIES oo much author l)‘ to unsuitabte peo,, =

COMMENTS:

e (M)




Retention
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation
Submitted by: Bowen, Odi  Study Group: Conditions of Employment

Recommendation:

Provide recognition to employees for various areas where effort contributes to
a better workplace. Areas to consider include:

Exceptional merit for cost saving ideas
Quality of Service

Years of service (loyalty)

Attendance

Community service

RAALI A

We recommend these programs be implemented gradually; priorities to be
determined by University objectives.

Recognition may be in the form of:

Letter of appreciation
Sharing in savings
Gift/token of appreciation
Breakfast with the President

Lphp=

A. Recommendation rationale:

Employee recognition promotes good will and encourages employees to work
harder or try harder to meet goals. Currently Lehigh has a 25 year club to
recognize efforts and long services. At this time nothing is being done in
other areas except for the Perry Zirkel Award.

B. What office/department should take principal responsibility for the
recommendation?

OHR/Provost

C. Other offices/departments that may be affected, and how:

All other departments - this would be a university-wide program.

D. Faculty and/or staff needed to support recommendation:




Estimated funding required:

Money needed for recognition pregram (tokens/gifts/dinners).

List possible alternatives o this recommendation:

grrtr)ently we spend approximately $1,000 on gifts and programs for 25 Year
ub.




| Retention
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation

Submitted by: Bowen,Odi  Study Group: Conditions of Employment

Recommendation:

Support Group/Network for Minorities

A. Recommendation rationale:

To promote contact/communication/support among minority employees.

B. What office/department should take principal responsibility for the
recommendation?

Minority employees - support from AAEEO Commission, OHR, Provost's
Office.

C. Other offices/departments that may be affected, and how:

Time away from work for meetings.

D. Faculty and/or staff needed to support recommendation:

Some support - but will come primarily from offices of leaders of program.
This would be handled on a rotational basis.

E. Estimated funding required:

Support to be provided by AAEOC subcommission and offices of members.

F. List possible alternatives to this recommendation:




Retention , ,
PRESIDENTIAL COMMISSIONS

WOMEN AND MINORITIES

Study Group Recommendation
Submitted by: Bowen, Odi Study Group: Conditions of Employment

Recommendation:

Orientation for P/A employees.

A. Recommendation rationale:

Welcome new employees and help them understand how Lehigh works. To
meet other P/A employees and establish a network for assistance in learning
and understanding how Lehigh works.

B. What office/department should take principal responsibilty  for  the
recommendation?

OHR

C. Other offices/departments that may be aftected, and how:

All hiring managers. Coordinate with Community Relations and current
orientation program.

D. Faculty and/or staff needed to support recommendation:

We will ask for time from key employees in various areas listed for
orientation sessions for new empioyees.

E. Estimated funding required:

Personnel costs: Time away from work.

F. List possible alternatives to this recommendation:

- Videotape programs. However, the networking will not take place.

- Provide a manual of introduction to Lehigh.



Objective:

Participants:

&

-

Scheduling:

L.ocation:

Professional Staff Orientation Program

to orient new employees to the Universrty

to provide an overview of University structure

to provide a good understanding of basic operations to help new
employees be more efficient early in emplqymen‘t’

to lead to a broadened perspective regarding Lehigh as an employer
to provide a network of support for new employees

new PA employees employees with managerial or high level
administrative responsibility
select programs as needed based on relation to job

twice a month for 6 months
11:00am to 1:00pm or 7:30am to 9:00am
on-going program, participants may start at any time

Asa Packge(, maximum capacity to select from menu is 22
Each participant to pay for own lunch

Administration:

1.
2.

NGO @

New people informed on day one in OHR

Registration/sign-up form 10 go out month|
; ; y to all new employees who

have been at Lehigh for less than one :
geeks before date of program year; due back to OHR 2

n registration form ai : : o .
wouldglike o o give opportunity to ask for information participants
Meet with pre : . . .
of prese‘nta%iors{emor 1 month prior and 2 weeks prior to iron out details

Food orders due 4 da S prio ~
Prooram yS prior to program
Evaluation

Thank you letter to presentor ici i
nvitation o et 10 s?sion . Send follw-up to participants with




Professiol

.Welcome to Lehigh University -
A.Plan
1.Taped introductior
B.Obijectives
C.The organization
D.Areas of responsibility b
1.Provost
a.four college
b.objectives ¢
2.Research
3.Student Affairs
4 Administration anc
5.Development and
E.Executive and Trustee F
1.Role and function
2.Decision-making p
3.Authority
F.President’'s Council
1.Role and function
G.Provost's Council
1.Rople and functior

ll.Goal Setting and Long Range
A.Annual cycle
B.Planning Process
C.LU Philosophy
D.How departments are e\
E.How to submit plans an
F.Communicating the plan

I11.Student Affairs - J. Smeaton

A.Philosophy

B.Range of services

C.Key areas and their func
1.Admissions
2.Financial Aid
3.Career Services
4.Health
5.Police
6.Athletics

IV.Development and University R
A.Communications
B.Community Relations
C.Development
D.University and Alumni Rq

V.Management of Financial Reso



A.Financial Reporting System
B.Payroll

C.Purchasing

D.Bursars Office

E.Auxiliary Services

VI.Research and Development - J. Goldstein
A.University philosophy
B.Different research programs
C.Highlight a different Center ,
.include a tour where possible

Vil.Managing Human Resources - OHR - Brief overview followed by separate series
of sessions

A.Employment Process

B.EEO/AA

C.Job analysis and Compensation

D.interview and Selection of new employees

E.Orienting New Employees

F.Problem Solving and Disciplinary Process

G.Terminating and Employee

H.Performance Appraisal Process

Vill.Computer/Administrative Systems - R. Gruver
A Network
B.Services available

IX.Facilities Services - A. Coralio
A.Organization
B.Pianning
C.Services and operations

X.Libraries - B. Richards
A.Overview
B.Research
C.Automated System
D.Tour

XI.Other self-paced programs available
A Films

1.Setting Sail - The Leh; h Plan
2.Asa Packer - Lehigh H?story

3.Tour of Lower Campus - Office of Admissions




Other

PRESIDENTIAL COMMISSIONS
WOMEN AND MINORITIES

Study Group Recommendation

Submitted by: Bowen, Odi  Study Group: Conditions of Employment

Recommendation:

Needs assessment or attitude survey conducted on a yearly basis to
establish a base line and measure changes resulting from changes
implemented. May be conducted every other year as well. Will provide
information on success of programs and will provide information about what
concerns/problems need to be addressed.

Recommendation rationale:

1) Provide information on problem areas.
2) Determine strategy to improve.
3) Measure success.

What office/department should take principal responsibility for the

recommendation?

OHR/Provost

Other offices/departments that may be affected, and how:

All employees to complete questionnaire

Facuity and/or staff needed to support recommendation:

Estimated funding required: Undetermined at this time.

List possible alternatives to this recommendation:

Options: 1) Outside consultant
2) Internal survey (paper)
3) Use network



Other
PRESIDENTIAL COMMISSIONS
WOMEN AND MINORITIES
Study Group Recommendation
Submitted by: Curtissa S. Odi Study Group:
Recommendation:

Create a position with the title of "Executive Assistant to President” to be
responsible for implementing many of these programs and to maintain a
centralized location for information and assistance in reaching these
{ objectives.

A. Recommendation rationale:

- To oversee the two Presidential Commission’s efforts and follow-up on
proposals

- To coordinate the campus wide Affirmative Action effort, overseeing all
AA committees

- To assist the President with day to day operations

B. What office/department should take Jriync@al responsibility for the
recommendation?

President’s Office

C. Other offices/departments that may be affected, and how:

OHR/Provost

D. Faculty and/or staff needed to support recommendation:

1 support staff person or G.A.

E. Estimated funding required:

Personnel costs: Salary of approximately $30,000 for executive assistant
plus $10,000 for benefits.

F. List possible alternatives to this recommendation:

To continue to have a position that Laurie is currently fulfiling and over a 2 -
4 year period increase the job responsibilities.
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PRESIDENTIAL COMMISSIONS ON WOMEN AND MINORITIES
STUDY GROUP ON CONDITIONS OF EMPLOYMENT FOR WOMEN
FINAL REPORT

Introduction and Statement of the Problem

The challenge presented to the Study Group on Conditions of Employment for
Women on tie Lehigh campus was to learn about the working environment for
Lehigh’s women and if necessary to make recommendations to improve conditions.
This group was charged especially with examining working conditions for
professional and support staff women. Over the past 12 months we have studied
the issues and the situation at Lehigh via multipﬁ)e research tools including an on
campus staff survey; an informal survey of other academic institutions and local
businesses; and queries to national firms with a reputation for excellence on
women’s issues. We met regularly and solicited input from individual staff
members and from the Office of Human Resources.

At Lehigh University as in society at large, women employees are "clustered” in low
prestige, low salaried positions at the bottom of the organizational hierarchy. On
campus, women comprise 77% of the support staff, 45% of
professional/administrative staff and 14% of the faculty. More importantly, the
results of the staff survey indicate that 47.7% of women on the support staff and
69.8% of professional women report that they have either frequently or occasionally
considered leaving the University for employment elsewhere. The relevant reasons
most commonly stated are insufficient salary and lack of opportunities to advance.
Only 36.3% of support staff women feel that they have opportunity for
advancement.

In addition to the problems associated with low level salaries, prestige, and
opportunities for advancement, women in the workplace must cope with the small
degree of control over their workday associated with their position in the
organizational hierarchy. This is especially significant because working women
shoulder a much greater burden of responsibility for household and childcare than
their male counterparts. According to a study by D. Burden published in Family
Relations in January 1986, a working women with children works on the average 84
hours per week including job, home care and child care duties. This is compared to
72 hours per week for a working father and only 56 hours per week for a working
woman without children or 55 hours per week for a working man without children.
Therefore, the segment of our working population with the greatest need for
flexibility in scheduling their multiple responsibilities has the least power to do so.
On the Lehigh campus, only 33.3% of professional women and 17.3% of support staff
women felt they had very much control over scheduling their work hours. The
survey also showed significant support for flexible work options such as flextime,
credit for work done from home and telecommuting.




Final Report 23 March 1990

The nation’s workforce has changed dramatically over the past decade and recent
studies indicate that we can expect even greater changes by the year 2000.
According to Workforce 2000 a 1987 study by the U.S. Department of Labor, almost
two-third of new entrants to the workforce between now and the year 2000 will be
women. Lehigh University will be competing for these women in an environment
with a scarcity of workers. It is fortunate that the University is addressing these
problems now to ensure a humane, equitable workplace for our current staff and an
enhanced work environment to attract future workers.

Recommendations for Specific Programs:
Family Life/Work Balance

The challenge of meeting diverse responsibilities to families and employers is
difficult and stressful. The firms which have been identified as exemplary in their
approach to women’s issues have all taken a flexible and responsive attitude toward
these problems. Programs such as flexible scheduling, job sharing, family care
leaves, telecommuting, working from home, and temporarily reduced workload are
all cited as creative attempts to balance work and family. Most of these work
options are already in effect somewhere on the Lehigh campus. What is missing is
a coherent overall policy which validates them campus wide. In a diverse work
environment such as that offered by Lehigh University, no single policy on any
specific work option is likely to be effective in every situation. However, without
uniform policies, some supervisors and many supervisees may not be aware of the
options available.

Therefore, the Study Groulp on Conditions of Employment for Women recommends
that a supervisor’s manual on work/family issues be prepared and publicized. It
would be ideal if the manual were distributed in conjunction with a series of
workshops on an appropriate Lehigh response to work/family issues. The manual
should include validating statements about the following policies and a strong
statement should be made that these work options ought to be made available
whenever possible. We envision the manual and the introductory workshops would
be undertaken by the Office of Human Resources. The cost for assembling and
distributing such a manual would be approximately $2000.00 and it could of course
also include more general information of use to supervisors on campus.

Flexible Work Options:

Flexible Work Schedules

A flexible workday allows an employee to work an individualized
schedule, often including non-traditional hours. Although not possible
in every work setting, in many offices, flexible scheduling would allow
employees to meet family care responsibilities and often has
unexpected benefits for employers as well. Advantages to employers
include the possibility of better staff coverage during non-traditional
hoursl, better utilization of available equipment, and improved staff
morale.
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Job Sharing

Job sharing is a work option in which an employee actually shares a
job, it’s responsibility and its benefits with another employee. Benefits
to the empl%yee include increased flexibility, reduced workload and
reduced stress. Benefits to the university include redundancy of
trained personnel, increased morale, and improved commitment over
that routinely expected from part time staff. One unresolved issue is
whether or not full benefits should be assigned to workers who share
jobs. In a 1979 study by the W.E Upjohn Institute for Employment
research, it was found in that private nonprofit organizations with job
sharing arrangements, 19% of the organizations granted full benefits to
job sharers, 37% prorated benefits, 37% gave no benefits and 7%
developed other arrangements with partial benefits. This issue must
be studied more fully before its implementation on the Lehigh campus.

Reduced Workload

Reduced workload is a work option in which for a limited time, during
a family crisis or to address a personal problem, an employee is
scheduled to work a reduced schedule for a pro-rated reduction in
salary and benefits.

Telecommuting

The Lehigh environment, with its campus wide network and technical
work environment lends itself to this work option which involves
employees working from home via a telecommunications link with
computers on campus. This option has already been used effectively by
several offices and departments on campus. Although it will not be
readily adaptable to every work situation, it is an option which
supervisors should be aware of.

Work From Home

Sometimes it is appropriate to accommodate an employee who is
capable of performing work but who cannot come into work on a daily
basis. In these cases, a mechanism should be designed to allow credit
for work done at home. It must be understood, however, that there
may be a limited number of campus environments in which this option
will be available.

Familv Care Leaves

The birth or adoption of a child, the extended illness of an aging
parent or other family related problems often require an extended
leave. Although this may require some readjustments in the
workplace, every attempt should be made to comply with a request for
family care leaves.
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: ; i ' ity, few
rork environment as rich and varied as that offered by Lehigh Umv_ermty,
Ié?nalgf glt‘)licies can be easily implemented throughout the entire organization. "1;here
will naturally be some work situations in which flexible scheduling, teleccilmmél a;lg

or any other flexible work option is not practical. It is not the intent of the stuay
group to force these policies into work settings in which they would be - .
inappropriate. However, in the case of an employee who requests a flexa ?11 Vdfo};‘
option and meets with resistance on the part of their supervisor, there sho e an
impartial, confidential mediation process. The natural and most apf)ropnate person
to handle such employee problem resolution is the Manager of Employee Relations
in the Office of Human Resources. However, if that person is to undertake such a
responsibility, he or she must be able to make a determination as to Whgzther or not
the flexible work option is being denied on sufficient grounds and more importantly,
they must have sufficient authority to take action to either assist the employee 1n
gaining her or his preferred work option or attempt to devise a compromise. The
study group recommends that a mediation process be designed by the Office of
Human Resources and enacted subsequent to the introduction of the family/work
issues manuals and workshops. Because these issues may be controversial and
hotly debated, there must also be an appeal mechanism in place. The Study Group
on Recruitment Retention and Advancement has recommended a special assistant to
the president for affirmative action. It is the recommendation of the Study Group
on Conditions of Employment for Women that this individual act also as an
ombudsmen in cases when either an employee or supervisor is unsatisfied by the
normal appeal procedure.

Sick Days/ Excused Absences

The University policy with regard to excused absences is generous. With
supervisor's approval, employees may use sick days for "excused absences"
such as caring for a sick child or family member. However, there seem to be
inequities in implementation. Some supervisors are either unaware of the
thcy or choose to ignore it. The Office of Human Resources has already
begun to remedy this situation by focusing on excused absences in a recent
issue of Human Resources Spotlight. However, this is such an important

issuebtio working women with children that it deserves all the visibility
possible.

Another issue surrounding excused absences is the great disparity between
th’e number of days available to (frofessional and support staff. Professional
staff have unlimited sick/excused absence days, while support staff have an
absolute number of sick/excused absence days which for the first five years is
on_l’y’ 10 days per year. After five years of full time service, each benefits
eligible squort staff member is entitled to 15 days sick/excused absence per
year. Although the issues swrounding "exempt” and "non-exempt” status
prevent total equality of benefits in this case, this inequity should be
addressed‘ It is common in business and industry to allow employees to
?Cg@]g]&llaw’ sick days. This practice encourages attendance and empowers
11}11 ivi ixfxl\employees_who through excellent attendance records can gain for
h.?lndlse ves the security of knowing that they will be able to care for a sick
c or attend to a family emergency without loss of pay or vacation.
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Therefore, the study group recommends that the policy on sick/excused
absence days for support staff be changed to allow support staff to
accumulate unused sick/excused absence days which may then be carried over
to subsequent years.

Support Groups

Many of Lehigh’s women work a "second shift”. They put in a full day’s work
on the job an§ another one caring for young children or dependent aging
parents. Addressing their scheduling problems with flexible work options is
an important and practical first step. However, the stress associated with
these "double shifts" will remain. Another significant tool for managing
work/family overload is the support group. A parent support group has
already begun to meet on a monthly basis. Recent programs have included
sessions on nutrition, juggling home, work and family, child safety and rainy
day activities for children.

Most of these sessions have been arranged without cost to the university.
However, there have been occasions when the group identifies a speaker or
program which will require a modest fee. The study group recommends
continued support for these sessions in the form of a budget of $1000.00 to be
used for programming. Should a future group form to address the problems
of staff caring for aging parents, a similar budget should be made available to
this group as well.

In a final note regarding family issues, it should be stated that although the burden
of family care now falls inequitably on women, that all of the flexible work options
mentioned above and participation in support groups would naturally be available
to men as well. In time, perhaps the availability of such work options for both men
and women will create a more equitable climate in which family care is shared

.

evenly and these will no longer be "women’s" issues.

Salary

Women are clustered at the lower end of the University hierarchy and with support
staff salaries at only 85.3% of market equity, the issue of salary is an issue for
women on the Lehigh campus. Although great strides have been made over the last
two years in improving the salary levels of support staff, significant market equity
adjustments are still needed. Every effort should be made to continue the financial
support necessary to increase support staff salaries to 100% of market equity.

Advancement

Another issue which concerns women is a perceived lack of opportunity for
advancement. This again is especially important to the majority of women clustered
in support staff positions. The study group recommends addressing this problem in
four ways.
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Hiring from Within

We have a fine and competent staff. Although the mechanism in place
for advertising and hiring does provide a small advantage to internal
applicants, most support staff women do not possess the necessary
academic credentials for significant advancement. In certain
circumstances the best person for the job is an internal applicant who
lacks only the formal academic training. In such a case, a creative
response would be to advance the internal applicant to an intermediate
level while they gain the necessary training and then complete the
Eromotion once academic credentials are in place. This approach has

een taken in a few isolated instances and could be promoted as a
possible advancement benefit.

Lehigh University has in place a generous educational benefit. A
motivated member of the support or professional staff can earn

valuable academic credits to enable her to advance. However, taking
advantage of this benefit can be confusing. The study group
recommends that regular, periodic sessions to be held by Human
Resomces staff explaining the educational benefit. This would not only
assist staff who want to take advantage of the benefit, but would also
serve to publicize this route to advancement.

Career Counseling

Lehigh's office of Career Services is appropriately intended to serve the
needs of the student population. A staff member who is serious about
advancement needs a different kind of career counseling in order to
plan educational goals and develop a career path. Expert assistance is
available from off campus providers on a fee for service basis. It is the
recommendation of the study group that such a program be offered to
;ntercgsted staff members. The program selected should assist staff in
ocusing on assessment of their current situation and to clarify career
goals. A six week series including one 2 hour session each week
?houl“d be expected to cost approximately $2,000.00 per 12 hour series
or 15-20 participants. We recommend running the series twice a year
fio’r the ’ﬁrst year after which the demand should be examined to
detrenmr}e future frequency. With a modest co-payment to ensure a
$§ggee 0 motwatlgn on the part of the participants, a budget of

,500 would provide such counseling for 40 people a year.

The study group recognizes that in man i

) y cases, a staff member will
gg::g to leave the Lehigh Community to meet their personal
ady é;;lcement goals. Therefore, an argument could be made that this is
not & tgpprppnape concern and that University funds should not be
epﬁi aﬁce %ﬁmﬁ this effort. quevgr, in order to improve morale,
Conance ¢ g aining and motivation of our staff, and demonstrate the
Soncorn nd responsiveness our staff should be able to expect from an

ghtened administration, every effort should be made to foster the

6
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advancement goals of our employees. The advantages to the
University in terms of loyalty and commitment far outweigh the rather
modest cost.

Mentoring

The process of advancement for women is difficult. The barriers of
sexism and the additional workload of caring for a family and
maintaining a household can prevent bright and motivated women
from realizing their potential. Often the best source of motivation and
advice is another women who has experienced the same obstacles and
overcome them. Therefore, the study group recommends that a
volunteer mentoring program be established to put women concerned
about advancement in contact with other women who have volunteered
to become mentors. We envision this program as being composed of
mentors who would be assigned by a coordinator in the Office of
Human Resources. The academic wing has developed a volunteer
mentoring program which could be used as a model.

Although a formal mentoring program should prove very useful to
incoming support staff, other more informal staff networks need to be
developed. Professional staff and faculty have many opportunities
throughout the year to interact and develop informal support networks.
Such opportunities are not available to many support staff women, who
are isolated in offices with very limited contact with the larger Lehigh
community. Such contacts are important in providing career
information, personal support, and general knowledge about the Lehigh
environment. Therefore, the study group recommends that all support
staff be invited to bi-annual meetings. Such meetings might be
combined with staff recognition awards such as the first annual staff
recognition luncheon this spring.
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In summary, the recommendations of the Study Group on Conditions of
Employment for Women are as follows:

1) The Office of Human Resources should prepare and distribute a supervisors
: manual detailing appropriate responses to work/family life conflicts such as
flexible work schedules, job sharing, telecommuting, work from

home, family care leaves, etc.

2) The supervisor’s work/family life manual should be distributed in conjunction
with a series of workshops on work/family issues.

3) The manager of Employee Relations shall be designated as an _impartlalj
confidential mediator in cases where a supervisor denies a flexible work '
option which his or her supervisee feels would be appropriate. For cases in
which additional mediation is necessary, the special assistance to the
president recommended by the Study Group on Recruitment, Retention and
Advancement will hear appeals.

4) The policy on sick/excused absence days should be changed to allow support
staff to accumulate unused days to be carried over from one year to the next.

5) The parents support group should be funded with $1000.00 for continued
programming and related expenses.

6) Significant financial commitment must be made to bring support staff
salaries to 100% market equity.

7) Qualified internal applicants without formal academic credentials should be

s

considered for promotion to an intermediate level pending the acquisition of
formal degrees or training. ;

8) Lehigh’s educational benefit should be ublicized in iodi sion
to be held by the Office of Human Resopu:ces. i regular periodic sessio

) A career counseling series should be made available twice a year with a
modest co-payment by participating staff members.

10) A volunteer mentoring program for rofessional and
establish and administered by the O%ﬁce of Huma?x Rseuslgﬂ.;‘l;: taff should be

11)  Bi-annual gatherings of support staff should be arranged.

Conclusion

The problems facing Lehigh’s women are complex i i

‘ , and th :
If the recommendations of the study up arg seriouslgr gnvsviléllle;o; ggdgasﬂy solved
implemented, the difficult tagk ahead will be to involve the entire university

8
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community in the spirit of cooperation necessary to effect a positive change in the
status of the women who work for Lehigh. A key role in the change must be played
be supervisors at all levels. These issues must continue to be addressed humanely
and creatively and the supervisors who do so should be recognized and rewarded.
Those who do not should find it noted on their evaluations and efforts should be
made to improve their management skills. ,

The university community does not exist in a vacuum. The problems described in
this report are societal problems and they are in evidence in most work settings
throughout the nation. Lehigh University is not to be condemned for sharing in the
problems generated by hundreds of years of sexism, but can rightly be applauded
for facing these issues and working toward their solution. Other study groups are
making recommendations which if acted upon will improve the quality of life on the
Lehigh Campus for students and faculty and which should better prepare our
graduates for their future roles in a diverse, pluralistic society. Acting on the
recommendations of this study group will show by example that the university is
truly committed not only to teaching about equity and diversity but also to creating
an exemplary work environment for the women of Lehigh.

Respectfully submitted,

Gail Kriebel, Chair

Committee Members: Susan Bennetch
Patricia Boig
Matthew Koff
Ed Maclosky
Sarah McIntosh
Kurt Pfitzer
Dina Wills
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RECOMMENDATIONS:

RECRUITMENT, RETENTION, AND ADVANCEMENT
OF MINORITIES AND WOMEN

FACULTY RECRUITMENT AND RETENTION

1. Phase in, over a period of four years, a fund of $200,000 to allow a department to hire
minority faculty even if the department has no open slots. The department would
relinquish the extra slot when a vacancy occurs.

2. Officially designate the Academic Deans as the principal affirmative action officers in
their Colleges. This will invelve:

a) Reaffirming the use of affirmative action performance as an important
component in a Dean’s merit evaluation;

b) Having each College Dean conduct a yearly meeting with the chairpersons of K
faculty search committees, explaining the meaning of affirmative action in
searches, and stressing its importance in accordance with university
principles;

¢) Requiring, prior to the scheduling of interviews, that each Dean certify to the
Provost’s office that a sincere effort has been made to identify minority
candidates for each vacant faculty position. In the absence of such
certification, the Provost’s office may refuse to pay for interviewing
candidates;

d) Encouraging search committees to involve minorities from other departments,
colleges, or from the community in the search process. Appropriate travel
expenses and honoraria for external participants in a search will be
provided by the Provost’s office.

3. Further develop the mentoring process for junior faculty, especially for women and
minorities:

a) Develop written guidelines for mentors about the expectations of this role;

b) Gather feedback on the effectiveness of mentoring programs;

c) Add a section to the annual faculty accomplishment forms in which senior
faculty may state how they have helped further the career of junior

faculty;

d) Encourage junior faculty to establish collaborations, both here and at other
universities; identify resources to make such collaborations possible;

e) Encourage and support travel to professional meetings: e.g., those of the
Society of Women Engineers.

4, Develop methods to hire and retain couples who are both academicians.



GRADUATE STUDENT RECRUITMENT”

1.

Since graduate student recruitment is primarily d‘cpartmcntally-based, require that .
graduate programs develop recruitment plans to increase the enrollment of students from
groups who are underrepresented (minorities and/or women).

Increase or reallocate university support (funding and staff time) for the effective
implementation of graduate recruitment plans:

a) For general recruitment, since experience indicates that increasing the pool _of ’
qualified applicants increases the pool of qualified females and minorities;

b) For targeted recruitment of women and minority candidates;

¢) For assistance in coordinating graduate recruitment activities among departments,
Colleges, and the Graduate School.

Increase targeted fellowship support for groups underrepresented in graduate programs:

a) Evaluate distribution of current fellowship support in the departments,
Colleges, and Graduate School to determine if additional existing
fellowships should be targeted for underrepresented groups;

b) Increase support to create new fellowships, in addition to the current two

Provost’s Fellowships and two University Graduate Fellowships,
designated for minorities;

¢) Develop funding to continue support for the two Patricia Roberts Harris
Fellowships, which are designated for women and/or minorities in fields
in which they are underrepresented, after grant support ceases in 1992.

choqrqge the further development, with strong priority on enrollment of women and
minontes, of special programs that bring undergraduate students from other colleges to
Lehigh (e.g., the summer research programs in the sciences). In addition to providing the
service of encouraging interest in graduate study, these programs also specifically
introduce a talented pool of undergraduates to opportunities for graduate study at Lehigh.

GRADUATE STUDENT RETENTION®

1.

Eva]qa‘te dgta from the forthcoming graduate stude
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RECOMMENDATIONS:

RECRUITMENT, RETENTION, AND ADVANCEMENT
OF MINORITIES AND WOMEN

FACULTY RECRUITMENT AND RETENTION

1. Phase in, over a period of four years, a fund of $200,000 to allow a department to hire
minority faculty even if the department has no open slots. The department would
relinquish the extra slot when a vacancy occurs.

2, Officially designate the Academic Deans as the principal affirmative action officers in
their Colleges. This will involve:

a) Reaffirming the use of affirmative action performance as an important
component in a Dean’s merit evaluation;

b) Having each College Dean conduct a yearly meeting with the chairpersons of
faculty search committees, explaining the meaning of affirmative action in
searches, and stressing its importance in accordance with university
principles;

¢) Requiring, prior to the scheduling of interviews, that each Dean certify to the
Provost’s office that a sincere effort has been made to identify minority
candidates for each vacant faculty position. In the absence of such
certification, the Provost’s office may refuse to pay for interviewing
candidates;

d) Encouraging search committees to involve minorities from other departments,
colleges, or from the community in the search process. Appropriate travel
expenses and honoraria for external participants in a search will be
provided by the Provost’s office.

3. Further develop the mentoring process for junior faculty, especially for women and
minorities:

a) Develop written guidelines for mentors about the expectations of this role;

b) Gather feedback on the effectiveness of mentoring programs;

¢) Add a section to the annual faculty accomplishment forms in which senior
faculty may state how they have helped further the career of junior

faculty; ‘

d) Encourage junior faculty to establish collaborations, both here and at other
universities; identify resources to make such collaborations possible;

e) Encourage and support travel to professional meetings: e.g., those of the
Society of Women Engineers.

»

Develop methods to hire and retain couples who are both academicians.



GRADUATE STUDENT RECRUITMENT"

1. Since graduate student recruitment is primarily departmentally-based, require that
graduate programs develop recruitment plans to increase the enroliment of students from
groups who are underrepresented (minorities and/or women).

2. Increase or reallocate university support (funding and staff time) for the effective
implementation of graduate recruitment plans:

a) For general recruitment, since experience indicates that increasing the pool of
qualified applicants increases the pool of qualified females and minorities;

b) For targeted recruitment of women and minority candidates;

c¢) For assistance in coordinating graduate recruitment activities among departments,
Colleges, and the Graduate School.

3. Increase targeted fellowship support for groups underrepresented in graduate programs:

a) Evaluate distribution of current fellowship support in the departments,
Colleges, and Graduate School to determine if additional existing
fellowships should be targeted for underrepresented groups;

b) Increase support to create new fellowships, in addition to the current two
Provost’s Fellowships and two University Graduate Fellowships,
designated for minorities;

¢) Develop funding to continue support for the two Patricia Roberts Harris
Fellowships, which are designated for women and/or minorities in fields
in which they are underrepresented, after grant support ceases in 1992.

4. Encourage the further development, with strong priority on enrollment of women and
minorities, of special programs that bring undergraduate students from other colleges to
Lehigh (e.g., the summer research programs in the sciences). In addition to providing the
service of encouraging interest in graduate study, these programs also specifically
introduce a talented pool of undergraduates to opportunities for graduate study at Lehigh.

%

GRADUATE STUDENT RETENTION

1. Evaluate data from the forthcoming graduate student survey to determine a) students’
identification of problem areas and b) topics that require further investigation and
evaluation regarding problems affecting minorities and women.

2. Since the retention of graduate students is primarily a function of their experiences
within their departments and academic programs, it is essential that a supportive
environment be established for women and minority graduate students at that level:

a) Continue diversity awareness workshops for faculty and graduate students;

b) Encourage formation of an informal mentoring program for minority and
women graduate students, similar to the program for new women faculty;

¢) Strengthen graduate student orientation to respond to student concerns.
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3. Ensure that the overall environment for, and status of, graduate students continue to be
enhanced:

a) Ensure that initiatives and services provided to students by the Graduate
School are not diminished as a result of the reorganization following the
elimination of the position of a full-time Dean (e.g., Graduate Student
Council, TA Training Program, Graduate Student Orientation);

b) Evaluate adequacy of other services for graduate student needs (e.g.,
Counseling Center, Health Center), recognizing that any major expansion
of these through Student Affairs would require new funding and should
not reduce services currently provided to undergraduate students.

UNDERGRADUATE STUDENT RECRUITMENT AND RETENTION™

1. In the area of admissions:

a) Continue adequate support (staff, computing capabilities, budget) for recently
implemented programs (e.g., using volunteer undergraduates as recruiters;
using parents of students as recruiters; developing relationships with high
school counselors) and for the analysis and evaluation of such programs;

b) Continue to explore possibilities for new programs (e.g. purchasing lists of
potential applicants; hosting programs for school guidance counselors in
geographic areas with large concentrations of minority students).

2. In the area of financial aid:

a) Increase funding for financial aid;

b) Review financial aid policies that may have particular impact on the
university’s ability to recruit and retain minority and women students.

3. Continue support for programs that have been effective in retaining minority students at
Lehigh; explore possibilities for acquiring additional support to enhance such programs.

4. Encourage the further development, with emphasis on participation of female and
minority students, of pre-college academic programs, both in the schools and on campus:

a) Coordinate information on the various existing local programs and efforts
through the Provost’s office;

b) Pursue funding opportunities to develop pre-college summer programs on
campus that draw on a regional and national, as well as local, base;

¢) Ensure that faculty efforts in this area are adequately recognized as
professional activities.

Although it is not offered as an explicit recommendation in the student sections, it is
important to note that increased representation of minorities and women on the faculty is a key
element in the successful recruitment and retention of minority and female students.
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SEXUAL HARASSMENT TASK FORCE
Recommendations
March 1990

As members of the Institutional Climate Study Group of the
Women's Commission started to research their area, they
recognized the need to study closely the topic of sexual
harassment on campus. The Sexual Harassment Task Force was
established to examine the current sexual harassment policies and
procedures in the case of student victims. The following is the
report and recommendations of the Task Force.

Education about Sexual Harassment

Sexual harassment awareness must be a first step in forming
a more integrated and more unified community at Lehigh
University. Many people do not know what sexual harassment is
and therefore may not be aware when they exhibit inappropriate
behavior. Since most people do not see themselves as part of the
problem, we recommend the following actions to better educate the
University community.

e All members of the community (student leaders and staff
and faculty supervisors in particular) should participate in
educational seminars on sexual harassment.

® Gryphons should be trained during the gryphon training
process and should be required to hold programs about women's
issues on their halls. Gryphons are the primary resource for
many students, and they must be able to respond appropriately to
sexual harassment issues and concerns.

e Teaching Assistants should participate in sexual
harassment awareness seminars during their orientation. The
sexual harassment awareness programs that were performed for the
new Chemistry and Physics TA's in the summer 1989 were highly
successful and should be used by all departments. Individual
course leaders who train the TA's should be well educated.

® Overall awareness should be promoted through timely
distribution of brochures. We recommend that different pamphlets
be printed for freshmen (to be put in orientation packets), for
upperclassmen, for graduate students, for faculty, for staff, for
people who have been victimized, and for those who may need to
examine their own behavior. The months of October or November
seem to be a good time to distribute these brochures, since the
rush of the new semester is over and campus life has settled down
a bit.



e The policy for sexual harassment should be made more
visible in the Student Handbook. It is currently buried amid the
social policies and is difficult to locate in the index. The
entry should be listed under S for sexual harassment.

® The policy listed in the Student Handbook should include
only the sexual harassment policy for students. The description
in the handbook becomes ambiguous and confusing when the faculty
and staff are mentioned. The Student Handbook should provide
information for students who feel they have been sexually
harassed.

® The sexual harassment policy should be well known to the
student community as should the resources available for people
who have been harassed. These resources should include gryphons,
the Dean of Students Office, ICARE, and the soon-to-be Women's
Center.

® All Greek houses and all residence halls should be
required to hold at least one program each year on sexual
harassment. Greek houses who do not sponsor an educational
program should not be allowed to participate in Greek Week.

® We recommend that the new Diversity Awareness Training
Programs be continued and be well publicized. Additionally, some
form of assertiveness training program should be available to all
women on campus.

e Finally, we recommend that the Arts and Science course,
CHOICES AND DECISIONS, be expanded to a University-wide
requirement. This course should require mandatory attendance and
be run as a seminar in which students participate and learn.
Sexual harassment awareness should be an integral part of this
course. In this manner, all students will learn about this
important topic.

The Sexual Harassment Process

At present, the system for filing a sexual harassment
complaint is complicated, confusing and difficult for the victim.
The process needs to be set up in such a way that the student is
only involved as much as he/she wants to be.

We recommend that any student who suspects that he or she
has been a victim of sexual harassment first go to speak to a
referral person who will meet with alleged victims and talk to
them about their situations. There should be both a male and a
female referral person. (Ideal candidates might include Jenny
Volchko, Dean of Students Office, and David Joseph, Residential
Services.)




This referral person would discuss the options with the
victim. The referral person would try to help the student deal
with the problem and to resolve it in a way which suits the
victim. After knowing the options and if the victim decides to
pursue the case, the referral person would send the case to the
Dean of Students.

The Dean of Students would talk with the victim and the
alleged harasser and keep appropriate records following due
process.

Graduate students who are teaching assistants need to be
recognized as students when they are acting as students, and as
faculty when they are acting as teaching assistants. A teaching
assistant who harasses one of his or her students needs to be
treated as a faculty member. Any graduate student who is
harassed by a professor needs to be treated as a student.

Action against offenders: 1Incident reports should help to
identify repeat offenders. Repeat offenders should be dealt with
severely. We also recommend that persons convicted of sexual
harassment be required to attend additional seminars designed
specifically for them.

Support for the harassed: During the process of filing a
complaint, we recommend that a "university friend", someone who
has been through a similar experience, be available for students.
This friend could attend all meetings between the administration
and the student. The friend should be available for the very
first meeting with the referral person. The proposed Women's
Center should also have support groups for faculty/staff/students
who have been victims of harassment or rape.
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CHILD CARE TASK FORCE

As an outgrowth of the Conditions of Employment study group, a
task force was created to determine what, if any, need there was
for a university child care center. The first step toward
determining this need was the creation of a survey which was sent
to faculty, staff, and students. The response was overwhelming.
There were 360 responses to this survey, with 149 people
indicating an interest in using the facility.

The members of the task force began discussing the University's
child care needs with several providers. A visit to the Private
Industry Council's (PIC) child care center and discussions with
its director proved to be very helpful in the creation of the RFP
(Request for Proposal).

Initially, the Benzak building on Creek Road was considered ideal
for the center. However, following a tour of the building with
representatives of Physical Planning, it was determined that
renovations would be too costly, and the codes governing child
care centers would not allow for the maximum use of the building.

A site at the Saucon Village housing complex was then identified
as another possible location. With the help, once again, of
representatives from Physical Planning, it was determined that
the cost of renovations would be minimal, and the designated
rooms would be able to accommodate approximately 48 children.
Additionally, the building codes for a child care center at this
site could be met with the same minimal renovations as stated
above.

With guidance from the Purchasing Department, RFP's were
assembled and sent to approximately 58 child care providers on
February 1, 1990. Several potential providers indicated
interest and were given the opportunity to visit the site in
preparation to submitting their proposals.

During this time, a child care advisory board was appointed by
Dr. Peter Likins. The purpose of this organization will be:

« to assist with the review and selection of a child care
provider

+ to establish and review annually admission criteria and
financial award criteria

« to monitor the operations of the center to ensure
compliance with contractual obligations

+« to serve as the liaison between the center and the
University community
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The deadline for submission of proposals was Monday,

March 12, 1990. Three (3) potential providers submitted detailed
proposals. They are Magic Years, Country Cottage, and the
Y.W.C.A. At the request of the Advisory Board a sub-committee is
presently studying these proposals. This sub-committee
anticipates making a recommendation to the Advisory Board by
April 4, 1990. Provider selection is targeted for April 13,
1990. It is the goal of the Child Care Advisory Board that child
care service to the Lehigh University Community will commence on
August 15, 1990.

Respectfully submitted,

Gail D. Vollman, Chairperson
Child Care Task Force





