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The Inclusive Campus: One College, One Voice, One Future

Edna Baehre-Kolovani, PhD

President, Tidewater Community College
Norfolk, Virginia

In 2012, Tidewater Community College (TCC) initiated its
new strategic planning efforts by using the Appreciative
Inquiry (Al) methodology. Al encourages considerate
and deliberate actions that are inclusive of all. As noted
by Articulate Inquiry Commons and articulated by David
L. Cooperrider and Diana Whitney, “Appreciative Inquiry
is about the coevolutionary search for the best in people,
their organizations, and the relevant world around them.
In its broadest focus, it involves systematic discovery

of what gives ‘life’ to a living system when it is most

alive, most effective, and most constructively capable in
economic, ecological, and human terms. Al involves, in a
central way, the art and practice of asking questions that
strengthen a system'’s capacity to apprehend, anticipate,
and heighten positive potential. It centrally involves

the mobilization of inquiry through the crafting of the
‘unconditional positive question” often involving hundreds
or sometimes thousands of people.”

The Al process is, in our view and
experience, the perfect tool to foster a
campus environment that is inclusive
and encouraging of all people.

As Cooperrider and Whitney further stress, “In Al the
arduous task of intervention gives way to the speed of
imagination and innovation; instead of negation, criticism,
and spiraling diagnosis, there is discovery, dream, and
design. Al seeks, fundamentally, to build a constructive
union between a whole people and the massive entirety
of what people talk about as past and present capacities:
achievements, assets, unexplored potentials, innovations,
strengths, elevated thoughts, opportunities, benchmarks,
high-point moments, lived values, traditions, strategic
competencies, stories, expressions of wisdom, insights
into the deeper corporate spirit or soul — and visions of
valued and possible futures.” It fosters an environment

of inclusivity where diverse populations have the
opportunity to collaborate.

The Tidewater planning effort involved over 500
individuals from across the college. The resulting report
had identified three core strengths of the college as:
Collaboration, Dedication and Innovation, with the
college also adopting the tag line, One College, One
Voice, One Future, to emphasize the inclusive nature of
implementing the three-year strategic plan.

The Al process is, in our view and experience, the perfect
tool to foster a campus environment that is inclusive
and encouraging of all people. As an example, many
community colleges mirror diversity that is similar to that

of the military (race, ethnicity, nationality, age, etc.) and
as such, the inherent culture drives its resolve. At the
community college, top down and bottom up, everyone
(faculty, staff, and students) is a stakeholder, and by
actively taking ownership and responsibility to lead

and execute in a manner that encourages diversity and
inclusion, the outcome will be productive for all. People
feel comfortable and are productive when they feel
welcomed, appreciated, and respected.

Important steps in cultivating an inclusive environment
include:

A Design recurring training on diversity and inclusion;
foster open dialogue on many forums immersed with the
welcoming of ideas without fear.

A Engage in behaviors that support inclusion and
incorporate intentional acts to reach and engage others
who might not normally be considered or included.

A Incorporate policies, procedures, and most importantly,
practices that demonstrate that lack of inclusion is
not acceptable. While it's okay to disagree, equal
opportunity to reach consensus is paramount.

A Include intercultural and international programs and
studies as part of the college’s integration/orientation or
required curriculum process for all students; then report-
out on assignments and subjects that are contrary to
each person’s norm.

A The college’s website and customer support staff should
be trained and well-versed in these expectations as they
constitute the first-contact and first impression of the
college.

A Peers, colleagues, and students must take immediate
and appropriate action in situations that are contrary to
the college’s expected norms and their concerns must
be given high priority. Established Task Force/Councils,
comprised of representatives from a diverse pool of
the college’s population at all levels, should be in place
and be recognized as the executors to address these
concerns.

A [f there is unrest from any level or group, they should
be given fair opportunity to be heard and engaged in
discussions to reach a solution or compromise.

A The impoverished or homeless students are often
overlooked in settings where students are invited.
They should also be given equal consideration, since
that exposure might often be the most impactful.

Being deliberate in exploring differences and
incorporating respect and compassion provides depth
and breadth for inclusion in any environment. The
College used the same Al principles when initiating its
college-wide Diversity and Inclusion strategic planning.

(continued on page 4)
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Given their open door policies, community colleges are reflective of the diverse makeup of today’s society. Additionally, nearly half of the underrepresented
students who do attend college enroll in two-year institutions. Therefore, in recent times, colleges have become focused on the importance of creating an
inclusive, welcoming, and accepting campus environment that also responds to the issues and concerns facing underserved constituent groups. We posed
the following question to emerging and national leaders. Their answers appear below:

Marcus Bennett, EdD

Director of Residence Life and Judicial Affairs
Northwestern Michigan College
Traverse City, Michigan

College leaders today are charged with providing all
student learners, staff, and faculty with an environ-
ment that embraces and encourages an inclusive
community committed to open-mindedness and
valuing differences. Research reveals that students
are at their best when they feel valued, respected,
and welcomed on campus, which is pertinent if the
learner is going to succeed academically and grow personally.

One step that college leaders can take to ensure that the learner is in a posi-
tion for success is to have sufficient resources designated toward the cultural
capital of the student. For instance, colleges serve learners who may come
from a variety of urban or rural areas. Many of these students have a difficult
time assimilating to the institution due to the lack of services they are accus-
tomed to such as barbershops, specialty stores, and others. Having some
semblance of home can assist these learners in maintaining their identities,
along with embracing the culture and values of the new community. The in-
stitution has to commit to partnering with agencies, groups, and members of
the various underserved constituent groups if students are going to achieve
their desired educational goals.

If leaders are not having conversations with those
whose roles are essential to ...an inclusive environment,
the needs of the student will not be met...

Another strategy that college leaders must implement on their campus is
the creation of intentional engagement opportunities that inspire active,
focused dialogue among all stakeholders, including students, faculty, staff,
community members, visitors, and others. If leaders are not having conver-
sations with those whose roles are essential to the creation of an inclusive
environment, the needs of the student will not be met or even discussed.
The discussion and implementation of needed resources is crucial in today’s
campus climate if college leaders want to ensure that the environment being
displayed is inclusive of the culture encouraged in the mission/vision state-
ment of the institution.

Finally, if college leaders truly desire an environment that is inclusive and
encouraging of all people the institution serves, then it becomes critical
that representation of those underserved groups be addressed in the hiring
and policy-implementation practices of the institution. College leaders
must be certain that those individuals holding key positions of service and
leadership clearly understand and appreciate the significance of an inviting
and inclusive campus. When students see an environment that is composed
of persons who embrace both differences and civility — crucial values of an
inclusive community — then all vested stakeholders will thrive culturally, per-
sonally, and professionally.

What steps can college
leaders take to develop
a campus environment

that is inclusive and
encouraging of
all people?

Sedgwick Harris, MA

Vice President of Student Services
Kishwaukee College
Malta, lllinois

As leaders of any educational organization, creating
environments of inclusiveness can significantly bene-
fit the successful advancement of the institution. The
question seems extremely elementary. However, the
challenge is meeting all members of the institution
where they are and encouraging them to become a
community of one. | believe a clear leadership phi-
losophy must be constructed with the input of thought from throughout the
institution in order to effectively create an atmosphere of inclusion.

The spirit and principles of inclusion must be woven into the mission, vision
and purpose of the institution. This must become a fundamental practice
among all employees of the organization. These principles of inclusion must
firmly be ingrained in the organization’s foundation nonetheless; without it,
the spirit would be lost and never surface for the benefit of all that serve and
are served by the college. With the enforcement of this component in the
foundation, designing a systematic approach to engaging faculty, staff, and
students to become the advocates of this design will be strengthened. By
involving each of these groups, they will be able to maximize their success in
building positive characteristics to heighten inclusion. The levels of account-
ability and responsibility for organizations to make a data-driven decision to
improve inclusion as a part of the strategic model will enhance the sense of
credibility of the institution.

In the context of the implementation, it is paramount that the organization
focuses its efforts on, but not limited to, diversity, equity, and inclusion. Each
of these ideologies is infused into the culture of the campus. This approach
would be considered less task-orientated while avoiding weak effort to insti-
tute this new strategy. We must also strive to improve the institution’s level
of competencies in all areas.

The spirit and principles of inclusion must be woven
into the mission, vision and purpose of the institution.
This must become a fundamental practice among all
employees of the organization.

As higher educational institutions continue to face challenges of inequities
in their forward progression, we must as leaders learn to take different
approaches that are methodical to amplify inclusion. We must continue to
strive to improve the principles of inclusion as the student, faculty, and staff
are becoming more diversified than ever before. These efforts must be the
foundations of our hiring processes, committees, academic and co-curric-
ular activities, our relationships with external customers, and the general
public. Such improvements will expand the level of opportunities to improve
inclusion. These improvements will indeed create a powerful organizational
transformation for institutional success.
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Given their open door policies, community colleges are reflective of the diverse makeup of today’s society. Additionally, nearly half of the underrepresented
students who do attend college enroll in two-year institutions. Therefore, in recent times, colleges have become focused on the importance of creating an
inclusive, welcoming, and accepting campus environment that also responds to the issues and concerns facing underserved constituent groups. We posed
the following question to emerging and national leaders. Their answers appear below:

Community College
Leadership and the
Inclusive Campus

Walter G. Bumphus, PhD

President and CEO
American Association of Community Colleges
Washington, D.C.

Students at community colleges come from

diverse backgrounds. The colleges provide access and opportunity for
students who want to complete associate degrees and transfer to four-
year institutions, or build skills to attain better earnings. Nearly half of all
U.S. undergraduate students (46 percent) attend a community college,
as do 41 percent of all freshmen. Most of those students are nontradi-
tional, representing more than half of all single-parent college students,
first-generation students, and students with disabilities.

A good mission statement that promotes inclusivity
as a value can be used to integrate diversity into the
campus culture.

As a former community college president, | am very aware of the need
to provide an inclusive and welcoming environment to the students

and community served. Community colleges serve the majority of the
underrepresented in the United States, making them among the most
diverse environments in the country. As the pathway to the middle class
for many Americans, community colleges students are not just ethnically
diverse, but come from various socio-economic backgrounds, are often
first generation college goers, are often older than traditional students,
and most must balance the demands of work and family. It is important
to look at inclusiveness with a wide lens that includes all of these factors.

College leaders can and should set the tone for an inclusive campus.
The college mission statement is a great way to start. A mission state-
ment is an opportunity to define your goals and values for conducting
the business of education, including the manner in which diversity is wo-
ven into the fabric of day-to-day operations, student services, commu-
nity outreach, and instruction. A good mission statement that promotes
inclusivity as a value can be used to integrate diversity into the campus
culture.

It is incumbent upon the leadership to not only uphold
the college’s values, but to model the behavior that is
ultimately sought for campus dealings.

As a leader, it is key that you hold true to the values articulated in your
mission statement or diversity plan. Diversity as a statement is not
enough and must be the guideline toward actual practice. It is good
practice to define diversity and associated terminology so that all con-
stituents have the same basis for understanding. Whether exploring new
cultures as a part of curriculum or ensuring that diversity is a part of the
hiring process, actions speak louder than words when true inclusiveness

What steps can college

leaders take to develop

a campus environment
that is inclusive and

encouraging of
all people?

is the goal. It is incumbent upon the leadership
to not only uphold the college’s values, but to
model the behavior that is ultimately sought for
campus dealings.

A part of that modeling is to respect and cham-
pion equity, promote cultural awareness, and to
celebrate diversity and collaboration. Work with
your executive team and meaningfully reflect
upon practices on your campus. Participate in ac-
tive listening and include diverse representatives
in decision-making as it pertains to diversity and
equity. Shared input and planning will go a long way in creating a culture
of respect for diversity issues.

Shared input and planning will go a long way in
creating a culture of respect for diversity issues.

It is also important to understand that respecting and accepting diver-
sity does not always provide for smooth sailing. Conflicts can and will
arise, but the manner in which they are addressed will be remembered
long after the conflict has settled. Conduct these difficult conversations
with respect for all parties and provide a safe place for discussions when
conflicts arise. Civil disagreement can be a catalyst for enlightening
others as to matters of equity and cultural differences.

It is important that you remain authentic and consistent in your actions
with regard to diversity. Again, actions speak louder than words. It is
not always easy to know that all eyes are on you, but if you are genuine
in manner, word, and action regarding the importance of creating or
sustaining a culture of acceptance, then you will be on track to create a
campus environment that is authentic and accepting of all people.

Civil disagreement can be a catalyst for enlightening
others as to matters of equity and cultural differences.
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The Inclusive Campus: One College, One Voice, One Future (continued from page 1)

From the first task of developing a Diversity and
Inclusivity statement to planning training and strategic
initiatives, the Al principles served not only as the vehicle
to include as many voices as possible, but also as the
tool to develop the definition for what TCC envisions as
its Diversity and Inclusivity statement and the strategic
direction.

The TCC Campus Culture of Diversity and Inclusion
Model. Tidewater Community College is dedicated
to cultivating and sustaining a diverse and inclusive
environment that embraces all identities, perspectives,
expression of ideas, and backgrounds. The entire college
community benefits from experiences that foster mutual
respect, celebrate differences, and value commonalities.
— Tidewater Community College Diversity & Inclusion
Statement.

A

Information about diversity and inclusion will be
continually shared in group settings to include the
Convocation, Administrators’ work session, open
campus meetings, Classified Staff professional
workshops, and with the College Board, Educational
Foundation Board, and Alumni Association Board.
The Office for Intercultural Learning works with

the Global and Intercultural Learning Committee
(comprising faculty, staff, and students) to develop
annual college-wide themed curricular and co-
curricular programs with specific learning outcomes.
The Office of Educational Accessibility provides
access to programs and facilities for students,
faculty, and staff in a supportive atmosphere

and in accordance with Section 504 of the 1973
Rehabilitation Act and the Americans With Disabilities
Act as amended. This office arranges appropriate
accommodations to meet the needs of students with
disabilities and chronic health issues.

The Job Skills Training Program (JSTP) “partners

with social service and community agencies, the
business community and industry leaders to provide
counseling, internships, workforce readiness, and job
follow-up for students who require job training and
placement, but face barriers to employment.”

The On-Ramp Program, a unit within the Center for
Workforce Solutions, is supported by the Workforce
Investment Act Rapid Response funds. It helps
dislocated workers who have been laid off due to
company closures, downsizing or elimination of
positions, upgrade their job skills through degree or
certificate programs.

TCC promotes inclusion through its partnership

with Hampton Roads Transit, the regional transit
provider in its service area, to provide students

with discounted public transportation, reducing a
significant barrier to student success. Discounted
services also include transport for disabled students.
TCC improves access and academic success for
parenting students through its collaboration with the
YWCA South Hampton Roads to provide high quality,
affordable, and convenient child care on all four of its
campuses.

Mentoring

A

Recognizing that one-third of TCC's students have

a relationship with the U.S. military (i.e., active

duty, veteran, or family), the Center for Military and
Veterans Education (CMVE) developed a Blackboard-
hosted site, the Military Cultural Awareness Resource
Center, which serves as a one-stop professional

development resource for faculty and staff. The
structure brings awareness of military-related culture
and issues and is accessible to all faculty and staff
through Blackboard.

The college established the TCC Chapter of the
American Association for Women in Community
Colleges (TCC-AAWCC) in 2014-15. The organization
boosts mentorship, development, networking, and
leadership. It solicits candidates for the AAWCC
Region 3 National Board Student Scholarship and the
AAWCC Doctoral Program Scholarship. This year, two
TCC students were awarded the 2015-16 American
Association for Women in Community Colleges
(AAWCC) National Scholarship.

The college provides mentoring through a variety of
options. The Women's Center on all four campuses
provides a structured setting for mentors and
mentees. The process entails screening and the
signing of a Women Inspiring Self- Empowerment
(W.1.S.E.) Mentoring Agreement by both parties. The
Open Door Project and Great Expectations mentoring
programs are somewhat similar in scope.

A New Faculty Academy and Mentoring Program was
established in 2011-12 under the Office of Academic
Services. The academic deans nominate mentors from
a slate of full-time qualified faculty volunteers with at
least three-years of teaching experience and they are
trained as mentors beforehand.

Hiring and faculty and staff diversity
A Led by the Internal Relations Committee, the college

is developing a new employee orientation program
that speaks to EEO and cultural diversity. Using
Dashboard as a foundation, the college plans to
measure gender and racial/ethnic diversity at all levels
and at academic discipline levels.

The TCC Diversity Officer works collaboratively

with Human Resources to develop a standardized
employment search committee/interview panel
checklist delineating diversity expectations (gender,
race/ethnicity, etc.) that must be considered and met
while developing search committees.

The college will continue to strive to increase its
minority full-time teaching faculty by 6 percent within
the next five years.




