
 

1.1 Hire a Chief Diversity Officer 

August 2020: Appointment of Chief Diversity Officer and the establishment of the Office of 
Diversity and Inclusion.  

November, 2020: University diversity officers representing schools and units appointed to 
complete membership of the University Diversity Council. Chief Diversity Officer to convene 
the Diversity Council.  

February 2021: A search is underway for an administrator for the Office of Diversity and 
Inclusion and HR will launch a search for director to manage the Cultural Intelligence Initiative 
this year. 

Apri l 2021: The Office of Diversity and Inclusion has launched its website with direct links to 
supportive resources on campus, including the Cultural Intelligence Initiative, Office of 
Institutional Access and Equity, Office of the Chaplain and Religious Life, and Women and 
LGBT Center. The site also links through its “About Us” page to the “Moving Forward 
Together” reports that are updated in advance of each Black Unity Forum Executive Committee 
meeting with SMU President R. Gerald Turner.   

1.2 Hire an Ombudsperson  

October 2020: Maria Dixon Hall and Paige Ware met with the former Faculty Senate president 
and chair of the tenure and ethics committee to secure their consent to place the Faculty Senate 
request for a faculty ombudsperson under the Black Unity Forum (BUF) request 1.02.  

November 2021: The Office of Legal Affairs has finalized the benchmark study of 
Ombudspersons and University charters.  

1.3 Increase Black representation in hiring processes on campus 

Academic Affairs:  

October 2020: Maria Dixon Hall, Samantha Thomas, and Paige Ware met for an initial review 
of the current guidelines for faculty hiring at SMU. The guidelines are not policies, but 
recommended procedures and parameters that ensure that the University policies involving the 
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Office of Institutional Access and Equity are met. Therefore, revisions to these guidelines can be 
completed within the time frame prior to fall 2021.  

Business and Financial Affairs:  

November 2020: Developing a data dashboard to provide to vice presidents/deans/hiring 
managers that shows composition of current staff to increase representation in hiring process.  

April 2021: Human Resources has created a guide for the staff hiring process which includes 
recommendations for how HR will partner with diversity officers in hiring.HR also delivered 
Crucial Conversations training for University diversity officers, equipping them  with methods 
for approaching a crucial conversations, powerful ways to encourage freedom of expression and 
techniques to create mutual respect and understanding. 

September 2021: The Department of Human Resources finalized a contract with BroadBean to 
distribute notices of SMU staff jobs to 19 diversity sites (e.g. Diversity Inclusion Jobs, Women 
Inclusion Jobs, Veteran Job Center, US Diversity Job Search, HireBlack.com, Asian Inclusion 
Jobs, Hispanic Job Exchange), as well as various local community job boards. Advertising costs 
will be funded through HR in partnership with the Office of Diversity and Inclusion (ODI). The 
department attended and presented at the ODI Diversity Officer retreat, reviewing staff search 
processes, changes in advertising, the Diversity Officer recruitment guide and career streams. 
 
The Chief Diversity Officer collaborated with Human Resources and Academic Affairs to revise 
hiring protocols to incorporate oversight and/or inclusion of Chief Diversity Officer or unit 
diversity officers, including: 
  

• Prohibition of hiring managers from serving as search managers. 
• Addition of unit diversity officers on search requisitions. 
• Development and implementation of training program “Searching Intelligently: Inclusive 

excellence in faculty searches.” 
• Review of all faculty recruitment plans by Chief Diversity Officer. 
• Service by academic diversity officers as organizational shepherds for each faculty 

search. 

February 2022: To date, HR has spent nearly $90,000 in advertising to support better 
sharing of job opportunities among underrepresented populations.  
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Those recommendations approved by Dr. Turner will be assigned to the appropriate offices for 
further study and implementation. The Task Force suggests a good faith effort to complete any 
revisions to the Student Code of Conduct or the BERT Processes by the end of fall, 2021, in 
order to ensure all policy document and training materials are updated prior to the start of Spring 
2022. 

February 2022: 
SMU President R. Gerald Turner has approved these recommendations of the Student 
Code of Conduct Task Force: 

• Add “Bias” definition to the Student Code of Conduct, taking into consideration 
issues of freedom of speech and expression, as they uniquely arise in the university 
living, learning, and work environments.  

• Incorporate appropriate reference to SMU’s Bias Education Response Team 
(BERT) into the Student Code of Conduct. The Student Code of Conduct should 
include a brief explanation of the BERT process and a link to the BERT website.  

• Revise SMU’s Non-Discrimination Policy and Grievance processes—similar to the 
substantive previous revision of the Title IX policy and grievance procedure.  

• Bolster BERT training and education efforts for students, faculty, and staff.  
• Increase visibility and awareness of the BERT reporting process among campus 

stakeholders.  
• Work with the Office of the Provost to develop BERT and/or SMU non-

discrimination statement for inclusion in their list of suggested syllabi clauses for 
SMU faculty.  

• Develop a system to ensure collection and reporting of comprehensive and 
longitudinal BERT data.  

• Develop process maps and visual aids that outline the student conduct, BERT, and 
non- discrimination grievance processes. In addition to detailing how reports are 
routed for review upon submission, these documents should clearly explain the 
potential outcomes/sanctions which may result, if the respondent is found 
“responsible.”  

• Enhance communication with complainants during the student conduct, non- 
discrimination, BERT grievance processes especially at the conclusion of the 
grievance process. Complainants should be apprised of the results of the grievance 
process.  

• Develop a robust FAQ website for the Student Code of Conduct, non-
discrimination, and BERT processes. 

• Provide clear explanation of the potential resolution timeline for the BERT, Non- 
Discrimination, and Student Conduct processes.  

• Conduct comprehensive review of Student Code of Conduct processes, procedures, 
and educational opportunities (sanctions) every two-three years to ensure alignment 
with campus needs and established best practices. 
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Revisions to the code are being developed by a new working group chaired by Dean of 
Students Melinda Sutton and Robert Braswell, director for student conduct and 
community standards. Their work will result in specific revisions to the Student Code of 
Conduct in early summer 2022. 

1.6 Establish mandatory cultural sensitivity training for faculty, staff and 
board members at all levels  

October 1, 2020: United States Presidential Executive Order on Combating Race and Gender 
Stereotyping placed all CIQ@SMU Training and curricular development on hold. If order is 
rescinded as anticipated upon change in administration in January 2021, all training will resume 
in time for Greek recruitment in spring 2021. 

September 2021: The Chief Diversity Officer launched an integrated training system to increase 
the scope and reach of CIQ@SMU curriculum that includes: 

• Scheduling and completion documentation for training facilitated through my.smu.edu. 
• Incorporation into the 90-day new staff training sequence. 
• Deployment of a full-time ODI training coordinator to offer bi-weekly training 

throughout the calendar year. 
• Deployment of six academic unit diversity officers as specialized trainers for academic 

units. 

November 2021: Human Resources and OIT began in September running weekly reports of 
everyone who has completed CIQ training and uploaded completed training data to the Training 
Summary in my.smu Employee Self Service. 
 
The Office of Diversity and Inclusion reports the following training numbers for fall 2021: 

• 155 Faculty and Staff have completed Hidden Scripts Part I 
• 265 Faculty have completed Searching Intelligently 

February 2022: Dedman School of Law has invited its community to participate in a 21-day 
racial equity habit-building challenge.  Participants are invited to: read, listen, watch, 
notice, engage, act, reflect, and stay inspired.  
 

1.7 Create citizen’s review board for SMU PD.  

November 2020: The SMU Police Department has appointed its police community advisory 
board and has scheduled the group’s first meeting for the week of November 23. The board has 
four student members, a faculty member and a staff member who were all recommended by 
campus stakeholders such as the Student Senate, Faculty Senate and Staff Association.  

2021 Voting Members of the Police Community Advisory Board:  
• Judah Bell – student representative  
• Jewel Boland – student representative  
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• Stacia Mckellum – student representative  
• 
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• Implementation of updated policy on Duty to Intervene, with all officers trained on this 
policy as part of the Active Bystandership for Law Enforcement (ABLE) program 
completed in June 2021. 
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February 2022: The newly formed Dedman College Climate Committee, comprised of 15 
faculty, staff, and student members, is focused on ensuring a diverse pool in faculty hiring, 
particularly as no hiring occured during the pandemic. Dedman College is preparing for a 
four-position cluster hire in Earth Hazards, which includes tenure-track faculty positions 
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Scholarship Fund (in conjunction with Tate Lecture Series), attended by 223 participants and 
raising $33,000 eligible for matching University funds.  

February 2021: Additional funds raised for the Black Alumni Scholarships since the Nov. 19 
update brings the total raised to just over $60,000 eligible for matching University funds. The 
Black Alumni Board voted in January to award seven new scholarships averaging $5,000 apiece. 

February 2022: Calendar-year donations to the Black Alumni Scholarship fund in 2021 
totaled $32,466, which will be matched dollar-for-dollar by the University. The Black 
Alumni Board voted this month to award scholarships of $4,000 each to ten students in fall 
2022.   

2.2 Create a system of incentives for departmental recruitment and retention 
of Black faculty, and create additional endowed chairs  

October 2020: Four faculty members are enrolled in the Spring Faculty Success Program 
through funds in the Office of the Associate Provost for Faculty Success.  

2.3 Increase compensation of faculty members working on inclusion-focused 
initiatives  

October 2020: The Office of the Provost discussed with deans the importance of reviewing and 
operationalizing workload policies at the department level to make them relevant and metrics-
driven.  
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Office of Student Affairs. The University matches dollar-for-dollar every donation to 
Black Alumni Scholarships, which are awarded to students involved in ABS.    

• Dedman School of Law has created an Impact Scholarship Fund for first-generation and 
underrepresented students.  

September 2021: SMU has received a new $2 million commitment toward the $10 million goal 
for endowing Mustang Excellence Scholarships, awarded to high achieving, Pell-eligible 
students from Dallas County. 

February 2022: 

2.5 Desired Outcome – Increase of Black student population in all schools of 
study until total population reaches 12%  

February 2021:  

• The Division of Enrollment Services has increases first-year applications from 
Black/African American students by 24 percent and developed a monitoring report for 
first-year applications from Black/African American students to understand key metrics 
and trends for this group.  

• Cox School of Business graduate admissions has joined with Harvard, Wharton, Duke 
and Columbia in a diversity recruitment program to increase participation of 
underrepresented students in graduate business studies  

• Dedman School of Law has partnered with the Dallas Bar Association to offer a new 
pipeline program for high school students of color in the summer of 2021 and has 
initiated a partnership with the Law School Admissions Council to make Dedman Law’s 
“Black Lawyers Matter” conference an annual event.  

• Lyle School of Engineering’s DEI strategic plan to increase enrollment and retention of 
Black/African American students, develop a plan to recruit and support Black and 
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seniors participated in a week-long educational program that included college and law 
school admissions presentations, professional development sessions, mock classes, a 
moot court competition, and attorney panels and lunches.   

• 
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and inequities that can disproportionately affect Black, Hispanic, first-generation and Pell-
eligible students’ graduation and retention rates. 

3.0 Increase Opportunities for Success Offered by SMU to its Current and 
Future Black Community  

3.1 Establish clear career paths for staff to increase retention of Black staff  

October 2020: The Department of Human Resources began:  

• Benchmarking peer and aspirational peer Universities’ practices/programs for career 
paths/career development plans, succession planning, general job descriptions, search 
committee guides, internal job postings and diversity initiatives (job boards and job fairs).  

• Developing candidate reports to provide hiring managers the diversity makeup of 
selected (qualified) candidates.  

• Reviewing current HR training to identify opportunities to amplify the University’s 
commitment to diversity in its workforce and leadership.  

• Updating list of career/professional coaches to include a diverse list of coaches and 
specialties, identifying three new coaches.  

• Reviewing current exit interview process, researching best practices on questions and 
exploring options for system.  

February 2021: The Department of Human resources has completed benchmarking of 25 peer 
and aspirational Universities’ practices/programs including career paths/career 
development, succession planning, general job descriptions, search committee guide, 
internal job postings and diversity initiatives (job boards, job fairs, hiring). 

September 2021: The Department of Human Resources is finalizing the service agreement to 
implement JDXpert, a cloud-based platform that will provide employees and managers quick and 
easy access to job descriptions and career paths. This project is anticipated to run through 2022 
and will allow the university to: 

• Clarify how roles fit into the overall university job structure. 
• Provide employees a framew
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November 2020: The Alumni Relations team, in partnership with the Black Alumni of SMU 
Board, Office of Social Change and Intercultural Engagement (SCIE) and Hegi Family Career 
Development Center, began the pilot phase of the first mentoring program for Black alumni and 
students. The initial goal for round one is to pair 10 students with 10 professionals.  

February 2021: The first orientation for the Black Alumni/Black Student Mentorship Program 
occurred Nov. 17, 2020. Seven students have been paired with seven mentors. 

September 2021: The first group of 10 students to complete the DEI Paid Internship Program 
for Black and underrepresented students through the Hegi Family Career Development Center 
reported increased student learning, increased professional development awareness, and overall 
program satisfaction. Employer hosts stated that student interns were highly engaged, excited to 
learn, and that they would recommend other employers participating in the program. Two 
students were paid directly through their employer, SMU alumna Courtney Caldwell of 
ShearShare. All other students were paid through SMU stipend from the Hegi Family Paid 
Internship fund. 
 
November 2021: Six students were paired with Black Alumni for the second round of the 
mentorship program.  

3.3 Increase representation in pivotal meetings for students and Black Unity 
Forum  

3.4 Create a new SMU multicultural admissions recruitment program 

September 2021: Forty-two admitted students, parents and alumni attended a virtual reception 
in April hosted by Black Alumni of SMU, a 26 percent increase in attendance over the last pre-
pandemic event in 2019. The 2020 event was cancelled due to COVID.   

3.5 Start a Black student/alumni summit sponsored by SMU  

3.6 Desired Outcome – Improve access and create more opportunities to 
facilitate the matriculation of Black talent at all levels of our campus 
community 

APRIL 2021: Dedman College has hosted 5 virtual events since the fall featuring faculty of 
color from different universities speaking on topics relevant to improving opportunities for Black 
students and faculty, with topics ranging from “Black in the Academy,” to “Diverse Women in 
the Workforce” to “Retention of Underrepresented Faculty.”   

4.0 Increase Black Student-Athlete Equity and Involvement in the General 
Student Population  
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4.1 Create a mandatory racial inequality and implicit bias workshop specific 
to SMU Athletics  

October 2020: To date, 54 current athletics staff members and coaches have completed 
CIQ@SMU implicit bias training, Hidden Scripts. Athletics will provide a minimum of two 
more opportunities this fiscal year for our coaches and staff. It will be mandatory to complete 
this training. 

April 2021: Hidden Scripts will be available via E-learning, likely starting in May, for all SMU 
Athletics staff. A deadline will be set to finish this training by the end of the summer. Hidden 
Scripts E-Learning will become available for student-athletes in the late summer/early fall of 
2021 as they return to campus. 
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April 2021: 
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October 2020: SMU Athletics established a pilot program to connect student-athletes with letter 
winners. 

February 2022: The Student-Athlete Lounge opened in November 2021. The Black 
Excellence Brunch is scheduled for Feb. 20 to bring together current and former student-
athletes and celebrate their accomplishments and contributions to SMU.  

4.9 Desired Outcome – Create a more welcoming culture for Black student-
athletes within the SMU Athletic Department  

November 2020: First-year minority and international students participated in 
MustangsYounited scavenger hunt to increase their engagement with the larger SMU campus.  

4.10 Desired Outcome – Encourage the equal development of student-athletes’ 
academic, athletic, and career goals 

February 2022: SAES has focused efforts to increase the use of ALEC and ACE academic 
support services by African American Students. Approximately 35% of all African 
American undergraduates used an academic service provided at one of these two locations 
during fall 2021, compared to 21% of white students.  SAES has partnered with more 
student organizations such as ABS and First Gen Association to make sure that students 
are aware of 1:1 academic support as well as tutoring and workshops. 

4.11 Desired Outcome – Strengthen ties within the SMU Black community 
both within Athletics and the greater campus community.  

February 2022: The SMU v. Memphis men’s basketball game on Feb. 20 has been 
designated as the Black Excellence Game. Staff will wear the “equal sign” pin to symbolize 
equality. “Lift Every Voice,” known as the Black National Anthem, is being performed at 
every women’s basketball game in February and will be performed at the Feb. 20 men’s 
game.  

 
 


