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OVERVIEW

Because learning is enhanced when topics are examined from the perspectives of diverse groups and because
such differences reflect the world around us, the college strives to create a rich mix in the composition of its
student body, staff, and faculty, and to give serious consideration to issues of social class, age, race, ethnicity,
(dis)ability, gender, religious preference, and sexual orientation.

From Role and Mission Statement for The Evergreen State College, Guiding Principles, As Revised on 1-12-
2000 Originally adopted 3/16/89 & Revised 9/25/91 & 4/9/97

President Les Purce charged a Diversity DTF in April 2005. The charge1 requested a proposal for a
five-year diversity strategic plan that addressed four major points:

1. Specific priorities and goals, and actions that could be taken to achieve those goals;
2. A proposed data collection framework for ongoing use in the assessment of the College's

diversity efforts; and
3. Implementation team to carry out the activities of the strategic diversity plan.
4. Additional resources to carry out the plan.

To address the four-point charge, a Disappearing Task Force was established that included a cross-
section of the College community. The Diversity DTF members were each personally invited to
participate in a process to begin laying the foundation for sustained, long-term plan that supported
formal and informal efforts at The Evergreen State College (hereinafter referred to as “the College”)
and establish the means to support, sustain and assess real institutional change. Original members
included Laura Grabhorn, Kandi Baumann, Gaylon Finley, Paul Gallegos, Ken Holstein, Heesoon Jun,
Gillies Malnarich, Tom Mercado, Alan Parker, Sharon Parker, Michael Pfeifer, Rita Pougiales, Joyce
Stahmers, Joe Tougas, Jo Vaughn, Sonja Wiedenhaupt, Julia Zay. Because of various work
commitments, the ending committee consisted of Laura Grabhorn, Paul Gallegos, Heesoon Jun, Gillies
Malnarich, Alan Parker, Sharon Parker, Rita Pougiales, Joyce Stahmers, Joe Tougas, Sonja
Wiedenhaupt.

The DTF agreed that the involvement of faculty, staff, and students is fundamental to the task of
examining diversity in all aspects at the College. While Evergreen understands the need to address
race and ethnicity, gender, economic class, sexual identity, national origin, disability, religion, and age
as diversity issues, it must also encompass strategies that promote institutional reflection and,
ultimately, institutional change. Because diversity issues are not simply matters of avoiding
discrimination, or providing enrichment opportunities, although these matters are critically important,
the College has a commitment to ensure that all students are prepared to succeed and thrive in a world
that is often inconsistent in its recognition and tolerance of differences. Moreover, Evergreen must
attract, enroll and prepare all students for participation and leadership in a multicultural, global
environment.

The Evergreen State College has a wealth of informal and formal programs, offices, and public service
centers that serve the College in its ongoing work to teach and learn across significant differences.

1 See Appendix 1 for a full statement of the President’s charge.
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Because of their informal nature, not all students, faculty or staff have access to, or knowledge of, these
resources.

Informal programs, by definition, include those programs that are created and continue to exist because
of the commitment of individuals within either the context of the entire college, or within the context
of their office or classroom. As these programs become known throughout the College community,
they are often understood to be part of the diversity work at the College. Even though Evergreen
College has a good track record of continuing to recruit faculty and staff who share similar
commitments to diversity issues and who have grassroots organizing talent, maintaining such programs
is entirely dependent on the motivation and goodwill of community members. It is helpful to be aware
of the efforts of individuals and offices; however it is also important to reflect on the existing
conditions that have made the informal programs necessary.

Typical of these conditions is an informal, in-classroom referral system, whereby courses and faculty
members that address diversity issues are recommended to students. Some of these courses may focus
specifically on diversity issues, such as racial/ethnic inequality. However, other courses, not
specifically on issues of diversity, make the subject matter accessible and relevant to all participating
students, thereby increasing the chances for academic success of each student. Moreover, one of the
benefits of this informal referral system for the students is the freedom to fully participate in class
without having to defend daily their perspectives on diversity issues.

There is a persistent tension at Evergreen between the need to institutionalize informal but traditional
processes, and the expectation that informal, historical practices will continue be generated as
necessary. On the one hand, there is a belief that attention to, and support of, diversity occurs naturally
because individuals choose to become members of the College community based on their knowledge
and understanding of the College mission statement, social contract, and Evergreen's longstanding
reputation for inclusiveness. On the other hand, there is recognition that depending on the good work
of good hearted people does not always produce satisfactory or long term outcomes. Moreover, the
informal nature of such good works means that there is no institutional accountability and no means to
measure institutional change over time.

Current indices record some aspects of the diversity experience at the College well. We pay attention to
the first-generation college students. We identify students, faculty and staff by race, ethnicity and
gender. In some instances we acknowledge those who have (dis)abilities that make work and school
more challenging. However, we do not measure how such population groups fare over time and in the
context of their college experience. Moreover, we do not have any way to know with certainty what the
experience is like for community members who are gay or lesbian, or for whom gender identity is
fluid.

Student voices have exerted a powerful influence on the Diversity DTF. The critical moments of
learning and awareness that they have shared have deepened our understanding of the need to address
diversity as a core part of the College experience. Considering our understanding of diversity, and its
limits, at Evergreen, the Diversity DTF offers the following report in response to the President’s four-
point charge. We intend it to serve as a guide to addressing the needs of each and every student,
faculty, and staff member of the College, and to placing diversity at the core of our educational
practices.
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public service centers that both disseminate the best work of the College and bring back to the College
the best ideas of the wider community.

Evergreen Board of Trustees Statement on Diversity
Adopted: 2/11/98
Written by: Carol Vipperman, Chair
Attested to by: David E. Lamb, Secretary

Since its founding, The Evergreen State College has affirmed its belief that learning takes place best
when theories and conclusions are challenged and tested by vigorous debate among different points of
view. This belief underlies the organization of our curriculum into interdisciplinary programs, in which
contemporary problems are studied from the perspectives of multiple academic disciplines. This belief
shines through our role and mission statements. It is fundamental to our commitment to diversity, and
is given concrete expression in the important policies that guide recruitment, admissions, and hiring
practices at Evergreen.

We believe that teaching across and about differences is vital to both teaching and learning. It broadens
the knowledge and sharpens the critical thinking of students and teachers alike. It makes all of us
students of our ever-changing world. Understanding and embracing differences is essential to
successful participation in the pluralistic world we all inhabit.

The Board of Trustees of The Evergreen State College has a long history of supporting access to public
higher education for all students, regardless of socioeconomic standing, religion, sexual orientation,
age, gender, disability, ethnicity, or race. We believe that we have a continuing obligation to provide
opportunity to persons and communities that have historically not been well served by public higher
education.

This statement reaffirms our commitment to provide access to a high-quality public education that is
rich in its mix of people from diverse backgrounds, and that promotes equal opportunities for all who
choose Evergreen as their educational institution or as their employer.

The Five Foci of Learning
We Believe...
The main purpose of a College is to promote student learning through:
1. Interdisciplinary Study
Students learn to pull together ideas and concepts from many subject areas, which enables them to
tackle real-world issues in all their complexity.
2. Collaborative Learning
Students develop knowledge and skills through shared learning, rather than learning in isolation and in
competition with others.
3. Learning Across Significant Differences
Students learn to recognize, respect and bridge differences - critical skills in an increasingly diverse
world.
4. Personal Engagement
Students develop their capacities to judge, speak and act on the basis of their own reasoned beliefs.
5. Linking Theory with Practical Applications
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OBSERVATIONS

In reviewing past efforts to address diversity issues, the DTF noted that the focus and
recommendations of the earlier task forces were very limited and specific in scope, addressing
issues such as multicultural literacy and student inclusion. Moreover, we observed a pattern of
participation in past efforts that consisted of a limited group of individuals who were unable to
implement changes throughout the College. However, we recognize that to incorporate attention
to diversity as outlined in the College mission requires consistent and ongoing implementation of
the expressed values of the College, our day-to-day practices, and the structures, and
administrative roles that support those practices.

Community governance, a long tradition and substantive piece of our identity as an institution, is a
recognized formal duty for faculty. Faculty and students are released from class time to participate
at well-understood points in the work week demarcated as "governance time." Staff as a whole
may have less capacity to participate fully in governance work, which is where policy is
formulated that can impact their work lives. Classified staff may have less flexibility to participate
freely than exempt staff; however for both groups community governance participation is difficult
due to work requirements. Perhaps it is time for the College to recognize that governance work, in
this case, diversity work needs to be incorporated into the every day work and policy of all parts of
the institution.

The DTF suggests that across divisions, governance work should include a commitment of 3% of
time for intentional diversity work. This model is based on that used by the Academic Advising
Office that has successfully incorporated regular meetings in its operational procedure to examine
how their views and understanding of diversity issues impact their work with students.

While expressed values are significant, Evergreen has resisted being satisfied with verbal
commitment without action. The various realities of the life of an institution make it difficult at
times to be mindful of all of our commitments, or completely aware of how competing demands
may affect our capacity to successfully implement our commitments. By presenting a plan for
change that encompasses an institution-wide framework, we can begin to transform how we think
about diversity at Evergreen. A means to achieving such a transformation involves the use of a
holistic perspective of the College and a framework that embodies the institutional dimensions of
access and success, education and scholarship, campus climate and inter-group relations, and
institutional viability and vitality.3

After reviewing literature on institutional change, the DTF constructed a framework that
incorporated features that are relevant to Evergreen from the Diversity Scorecard Project4 and the
Campus Diversity Initiative Evaluation Project. 5

3 See McClendon 1994; Smith 1999.
4 This Project later changed its name to Equity Scorecard.
5 The CDI Evaluation Project was established by The James Irvine Foundation to assist campuses
participating in the Campus Diversity Initiative to develop their own evaluation expertise and mechanisms.
An evaluation team worked with participating campuses to measure success, make mid-course corrections,
and ultimately broaden and sustain diversity efforts beyond the scope and phase of the grant-funded
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are the system’s survivors8. Among the racial/ethnic groups of underrepresented students in higher
education, who comes to study at Evergreen, and in what proportions? What do they study? Who
graduates? Who leaves before receiving a degree, and why?

Campuses intent on pursuing equitable educational outcomes for all students are examining existing
institutional data for responses to these questions. The DTF recommends that as a campus that wishes
to deepen its diversity work, Evergreen begin by disaggregating student data by race, ethnicity,
gender, and class. The rationale is straightforward: disaggregated data allows campuses to examine
what aggregated data often masks. Unless student data is disaggregated by race, ethnicity, gender,
income status, and, at a multi-site college like Evergreen, location (i.e., Evergreen’s Tacoma campus,
reservation-based programs, Grays Harbor, Olympia campus daytime, Olympia campus evening and
weekend studies), diversity work tends to be amorphous, unfocused, and disconnected from
institutional reality. Progress toward goals cannot be effectively measured; and there is little
accountability for outcomes. The clearer we can be about the problems students face—as well as the
problems institution face in relation to student retention and persistence—the more effective we can
be in addressing those needs.

The purpose of collecting and disaggregating data is to provide evidence to campuses in tracking
actual accomplishments in achieving equity in educational outcomes for students of all backgrounds.
Moreover, when such data are placed in a framework that facilitates a holistic perspective of the
College, the findings are more meaningful. While the Implementation and Coordinating Committee
must select an assessment instrument, the DTF looked at two: the Equity Scorecard and the
Framework for Diversity and Assessment Planning (Appendices 3 and 4 respectively). While the
Framework has not been endorsed by the DTF, the principles served as a catalyst for the formation of
the DTF and shaped a considerable amount of discussion within the current DTF. The Equity
Scorecard is useful to identify specific areas for data collection and analysis: access, retention,
excellence, and institutional receptivity. Both tools provide a means for campuses to examine hiring
of faculty and staff of color, inclusiveness of curriculum, and culturally hospitable learning and
working environments –all meaningful measures of progress toward eliminating inequities in
educational outcomes. The Implementation Committee will need to fully explore the Equity
Scorecard, as well as other assessment instruments with Evergreen’s Office for Institutional Research,
and select the tool that best serves the College.

When educational equity is a serious institutional aim, disaggregating data to make the “invisible”
visible needs to occur in the context of an explicit institutional commitment and plan to address
troubling patterns. When campuses engage in probing discussions to make sense of why some
students thrive in their studies and others do not, goals tied to student recruitment and retention take
into account the factors that support students’ academic achievement. At Evergreen the opportunity
for the entire Evergreen community to deepen and extend the best of our work with underrepresented
students from racial/ethnic minority backgrounds can only contribute to the quality of all students’
learning, and increased capacity for everyone in the community who, in different roles, are here to
support students.

Currently at Evergreen, student enrollment demographics (see Appendix 5) reveal that only a small
percentage of underrepresented students from racial/ethnic minority backgrounds attend Evergreen --
with the Olympia campus, in particular, having the greatest proportion of White students. When we
examine the figures for non-resident students, 70 percent of whom are White, the lack of racial/ethnic

8 Ibid, page 47
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diversity in the student body is more problematic than a comparison with local and regional data
suggests. Data collected by institutional research on curriculum, student learning, campus climate,
support services, and alumni outcomes are not disaggregated by race, ethnicity, gender, or class. The
problems posed for diversity and equity work at Evergreen are no different than problems posed for
any campus where data are not disaggregated: as an institution our collective ability to focus our
collective energies on action-oriented plans that address persistent problems is limited.

We need to work with Institutional Research to deepen campus understanding of data; the intent is not
to drown in data but to examine some data in greater depth so that decision-making is based on an
evidence-based culture of inquiry.

It is the recommendation of the Diversity DTF that the College:

1. On an annual basis, report and disaggregate data and report quantitative and qualitative on student
access and retention by race, ethnicity, gender, and class by location (Olympia, Tacoma,
reservation-based, Grays Harbor, Masters Program in Public Administration-Tribal Governance)
and by planning unit (Freshmen Programs; Culture, text and Language; Environmental Studies;
Expressive Arts; Native American and World Indigenous Peoples Studies; Scientific Inquiry;
Society, Politics, Behavior and Change) so the College community has the means to investigate
the numbers and the stories behind the numbers. The process will give Planning Units the tools to
see problems and the means to investigate and respond.

a. Make the reports and the disaggregated data outlined above available in one spot on TESC
web site under the current heading Diversity at Evergreen. Wherever this link appears on
the web site, it should connect to the same set of tables for each campus, and each planning
unit.

b. Within this heading, make available the disaggregated data on the Evergreen Student
Experience Survey.

2. Organize joint meetings where colleagues from the Academic Division and Student and Academic
Support Services can examine disaggregated data with the aim of identifying patterns in recruitment,
retention, and areas of study for further discussion and action in appropriate areas of the College.

3. Encourage areas of the College from recruitment/marketing to advising/counseling to planning
units to examine disaggregated data within their area of responsibility with the aim of increasing the
student access, retention, and academic excellence for underrepresented students from diverse
backgrounds and include these questions in agendas and plans. By reporting out data that will be
relevant to these different units, areas of the College will have the tools available for addressing
questions, concerns and strategies.

4. Use the data on students’ co-curricular and curricular experiences at Evergreen to expand inquiry
and action in the most critical areas. While the most appropriate research tool will be necessary, the
Committee can explore the value of using the indices developed by both the Equity Scorecard and
Framework for Diversity and Assessment Planning.

5. The standing committee on diversity will review areas of the College’s action plans on a quarterly
basis including amended plans for the following academic year.

6. The standing committee will also review quantitative and qualitative data on faculty and staff
hiring, promotional opportunity, and salary by classification on an annual basis.
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stressors (Prillerman, Myers, and Smedley, Myers, and Harrell 1993) that adversely
affect student achievement.10

Given the demographic composition of students on the Olympia Campus of TESC, establishing a
community for students of color that is linked to the academic curriculum is essential to both increase
the compositional diversity of the student body and address issues of educational achievement and
success.

The DTF proposes to begin addressing this need by designing and implementing an inter-area
program in much the same way that the Tacoma program and the Reservation-based Community-
determined program and the MPA Tribal program provide relevant and timely educational
opportunities. Namely, this program would create a supportive environment for the students. As both
an academic program and a community of students and faculty with shared scholarship interests and
life experiences, but differing perspectives, the inter-area program would help to overcome the
stereotypes, negative social stigma, and minority status stressors identified in higher education
research.

The program would be comprised of a variety of academic programs that would be cross-listed under
several curriculum areas including Evening and Weekend Studies. Faculty for inter-area curricula
offerings would remain with their existing planning units.

Again, similar to the existing TESC programs addressing the needs of particular populations, the
inter-area program would be open to all students and faculty, provided they can demonstrate
substantive experience in issues faced within communities of color, including current cultural and
political dynamics, and empowerment and community transformation studies. Students would be
selected based on evidence of coursework and/or work experience that would serve as prerequisites
for doing the work in the coordinated studies programs.

The academic programs could vary from a conventional full-time 16 credit coordinated studies
program to 2-4 credit offerings made available evenings or on weekends. To begin the design of this
proposed program to be offered in 2008-09, TESC would provide a three-day summer institute for up
to 15 faculty members and students to begin the planning. This group would also plan academic
opportunities for the following year that might help build linkages between interested faculty
members and their programs: for example, a common lecture series, shared student projects, and/or
faculty seminar. We discussed such activities as “setting the stage” for an ongoing program.

Another three-day summer institute for up to 15 faculty members and students in the following
summer (2008) would serve to finalize the nature and design of the program. In addition, a two-day
faculty (and perhaps student) retreat in the winter of 2008 would be held for purposes of reflection and
assessment of the program to date.

V. DIVERSITY, FACULTY PORTFOLIO, FACULTY INSTITUTES & SCHOLARSHIP OF TEACHING AND

LEARNING AT TESC

Teaching in a way that keeps diversity in mind means many things. It can mean integrating culturally
relevant pedagogy. It can mean thoughtfully integrating a diverse knowledge and skill base that

10 Milem, 2005, page 16.
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informs a question. It can mean unpacking the way systems of privilege play out in different domains
of society. It can mean differentiating instruction so as to attend to the different knowledge and skill
backgrounds of students within a single learning community. It can mean providing the scaffolding
that students need when they learn information that challenges their worldview. It can mean more.11

This three-part proposal aims to support the Evergreen faculty in developing and refining their
teaching in these many areas. It specifically aims to help individual faculty and faculty teams use
their portfolios as a tool for identifying, examining and developing practices that support a diverse
student body in meeting the college goals of “learning across significant differences” and
“participating collaboratively and responsibly in our diverse society.”

Before diving into the specifics of this proposal, it is important to consider potential tensions that the
portfolio review process may present for new faculty. The portfolio has two goals: (i) for use as a
developmental tool that can be used to reflect on and examine practice; and (ii) for use in evaluation
and determining the future contract of the faculty as an employee. Currently, faculty are expected to
assemble a portfolio for each program that they teach. Since the portfolio is used to meet two
functions, evaluation and development, it may feel risky to examine the effectiveness of their teaching
and the quality of student learning. What if the evidence reveals that the faculty member could do a
better job? A key prime directive of this proposal is to support development of teaching practices that
support student learning. This form of scholarship is not about making visible what a person is or isn’t
“doing right,” rather, it places a value on curiosity and informed adaptation. It places a value on the
use of information gained from looking at student work and workshops, in order to adapt and develop
teaching practice.

The proposal is as follows:

(i) Faculty will make Evergreen's expectation for students around “Learning across significant
differences” and “Participating collaboratively and responsibly in our diverse society” an
explicit lens of analysis for individual reflection as part of faculty portfolios;

(ii) Faculty will use portfolios to gather and specifically examine syllabi, workshops, student
work and evaluations for learning opportunities and evidence of student growth within these
dimensions of the five foci and six expectations

(iii) The faculty development office will continue to develop scholarship of teaching and learning
institutes in conjunction with the Washington Center that will support faculty in using their
portfolios to both critically examine these program materials and to refine or develop
knowledge and skills for effectively teaching in a way that keeps diversity in mind.

The DTF recommends that the Agenda Committee begin the process of incorporating change into the
faculty handbook with all of the requisite discussions required with faculty.

Background
There is already a strong commitment to addressing themes of diversity and equity in some form in
many classrooms at Evergreen. For example, just under half the programs offered in the academic

11 See Banks, 2002; Gay, 2000; Nieto, 1999; Kitano, 1997; and Sandoz, 2005 for broader discussions.
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The Washington Center for Improving the Quality of Undergraduate Education has for several years
run a Scholarship of Teaching and Learning (SOTL – see Appendix 9) program, co-sponsored by the
Office of Institutional Research, at Evergreen through which they have organized summer institutes,
quarterly meetings, mentoring, material and even a small stipend to support interested faculty in
addressing their questions about teaching and learning.27

To support the faculty in developing their skills with teaching and supporting student learning in this
area, we need to move beyond behavioral indicators of participation in institutes. We need to develop
some tools for seeing the kinds of development in pedagogy and subsequent student learning that
these institutes support. The institutes would revolve around some aspect of pedagogy tied to
“learning across significant differences.” Faculty would read and discuss some key pieces of
literature, and would work with skilled and informed educators, both guests and colleagues, around
that aspect. Collectively faculty would examine their past program work through the lens of this
material.28 The faculty would use each other to critique, provide feedback and envision what’s
possible using our collective and increasingly informed wisdom. In such a way, the planning work we
do in other summer institutes to design future programs would be pre-empted by a careful
examination and reflection of prior work.

The purpose of this proposal to help individual faculty and faculty teams use their portfolios as a tool
for identifying, examining and developing practices that support a diverse student body in meeting the
college goals of “learning across significant differences” and “participating collaboratively and
responsibly in our diverse society. The rationale for this goal is built into the College’s mission
statement. Another reason for consciously meeting this goal is articulated by Estela Bensimon (2004)
who distinguishes between work that addresses diversity and that which addresses equity. She states,
"we must deliberately and energetically remove the conditions that deny or impede equitable
outcomes for all students."29 We have a hope of beginning to meet her call for equity by examining
how we teach about diversity and how our teaching impacts the learning of a diverse student body; by
noticing our questions about teaching this diverse student body; and by systematically informing those
questions and then examining how our new informed experiments inform student learning.

27 See Appendix 7 for Origins of SOTL at Evergreen. See following web sites for projects completed by
Evergreen faculty and links to other national SOTL projects http://www.evergreen.edu/institutionalresearch/
scholarshipofteachingandlearning.htm and http://www.evergreen.edu/washcenter/project.asp?pid=69.
28 There are many resources on campus that can expand our scope into the experiences and challenges of a wide
range of students, including the Learning Resource Center, Academic Advising, First Peoples, Access Student
Services, and Key Student Services. There are also many rich resources in our faculty colleagues who can
help us deepen and refine our pedagogical skills. Among them are: Sandy Yannone, the director of the writing
center, can help us structure meaningful writing assignments that support writers with a broad range of writing
skills; Vaughn Foster-Graber, the director of the quantitative reasoning center, who can help us to creatively
envision how to teach math and science in equitable and accessible ways; and the MIT faculty, who actively
teach and advocate for an anti-bias perspective on education, could bring their expertise on how to integrate this
perspective into meaningful pedagogy. The Washington Center, which has given considerable attention to
equity in higher education by helping faculty nationally develop a conscious awareness of how to serve a
diverse student body.
29 Bensimon, 2004.
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the involvement and active support of senior staff. It is important, therefore, that they have
opportunity to hear and respond to the insights and findings that may emerge from the dialogues.

Dialogue participants will discuss the presentation, emphasizing questions like the following: What
aspect of this topic is present in my work situation? How can I, in my work, better address this
problem or situation? What do I bring to this problem – contributing to it or resisting it – because of
my own life experience? Each dialogue group will be asked to produce a brief summary of its
discussion. A team of facilitators (ideally those who attended the summer Diversity Institute) will
consolidate the summaries into a single document and submit it to the Dialogue Council. This
document will provide a snapshot in time of insights, urgent concerns and campus climate, and will
help to inform senior staff and the community on the issues being explored in the diversity program.

The dialogue sessions are relevant and necessary to the College to encourage the involvement of
students, faculty and staff. The participation of staff members should be considered a work
assignment and not release time to facilitate participation. Of course, minimizing reporting
relationships within dialogue groups is important. Consequently steps will be taken to form small
groups cross-divisionally with no more than 20 people per group.

DEVELOPING LEADERSHIP CAPACITY: THE DIALOGUE COUNCIL

A broad community engagement of staff, faculty and academic programs is one goal of this
recommendation. To achieve such engagement, a diverse leadership team of persons from every
division of the College will be charged with responsibility to organize the Diversity Series. The
leadership team, known as the Dialogue Council, will seek input from the College community about
Series foci. It is expected that members of the Council will be individuals with insight and experience
in issues of diversity and equity.

An outline of the structure and timeline for this proposal are in Appendix 10.

VII. CENTER FOR COMMUNITY MATTERS

The Diversity DTF recommends that the College establish a Center of Community Matters, as
outlined by the 2005 summer institute on conflict response strategies. The purpose of the Center will
be to offer immediate support to any community member experiencing conflict, providing accurate
information about standard, rights, policies and processes, and referrals to appropriate formal
reporting channels and to professional services. The Center would embody the core values of the
Evergreen Social Contract and aid community members in understanding and taking advantage of
informal options for addressing all kinds of interpersonal and intergroup issues. It could also become a
place for building proactive communication skills within our diverse learning community.

As outlined by the summer institute, the Center should be a place of hospitality and skillful education.
It should be in a highly visible location, staffed on a rotating basis by a diverse interdivisional team of
staff, faculty and students.

WHY IT’S NEEDED
Currently there are some formal policies and systems in place for addressing some conflicts within
and between some groups of community members. However conflicts often escalate or fail to be dealt
with because they fall outside the policies, or because one or more parties to the conflict don’t know
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how to use, or have lost faith in those policies. In a polarized atmosphere it is often difficult for
parties to a conflict to take the first steps of reaching out for community support in moving toward
solutions. When people delay or resist getting help, problems get worse, trust is further eroded, and
the chance of collaborative problem-solving evaporate. We need a team of trained community
members representing the many facets of the campus, who can invite people to discuss problems
early, provide clear accurate and consistent information about how to deal with potential conflicts, and
help plan and carry through a strategy for solving problems before they escalate.

HOW IT WOULD WORK?
It would be an open public office, visible, accessible and convenient, staffed on a rotating basis by
trained members of a wide variety of campus constituencies: students, faculty, staff, union, EQA, First
People’s Advising, Women’s Center, etc., plus people with formal conflict response duties: mediation
center director, campus grievance officer, civil rights officer, police services, HR, union, etc. Staffing
schedule would be published along with an open invitation to bring in problems, concerns, questions
and issues for advice and support in finding solutions. The staffing team would train together for
several days in the summer, and meet occasionally during the academic year for sharing information
and responding to emerging patterns of conflict on the campus. The team would develop a shared set
of strategies and practices to explain and make use of existing conflict resolution policies and
procedures. It would also support and encourage creative and responsible solutions through direct
interaction and collaboration among parties to conflicts.

WHAT WOULD IT COST?
The Center should be equipped with basic computer and network access, so that those staffing the
office could attend to their regular work while on duty at the office. Faculty participation should be
recognized as a regular governance assignment. Some reassigning of job responsibilities may be
needed to accommodate staff participation. Student participation should also be compensated, as
student employees or paid interns.

ADOPT CAMPUS-WIDE USE OF A UNIFORM CONFLICT INCIDENT REPORT FORM

To better monitor campus climate, The DTF recommends that the College adopt and implement the
use of a Conflict Incident Report (Appendix 11). This form will provide a way for any member of the
community to provide information on any incident they experience or witness. The form is designed
to elicit as much relevant information as an informant is willing to give, while respecting
confidentiality and due process. It is also designed to make it possible to cross-check with other
sources of information to avoid reduplication of reports.

The purpose of this system is to supplement the current specialized reporting mechanisms, based on
Police Reports, Housing Incident Reports and formal Civil Rights complaints, in order to gather
information about incidents that do not rise to the level of violations of law or conduct codes, but
which nonetheless have a damaging impact on the community. This information is essential for
informing the institutional response to incidents and for long range planning and evaluation of
institutional change.

Conflict Incident Reports can be filed by any member of the community, and should be available in
paper form and online through the College’s website. Interested individuals throughout the
community would be trained to advise and assist in the filing of reports. Each report would be
assigned a tracking number so that the information identifying specific individuals will not be part of
the data collected. Besides being encouraged and assisted in filing a report, community members who
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CONCLUSION

Every college, every university has a saga, a set of stories that define its history and its presence as an
institution. These beliefs about the culture of an institution get passed on through subsequent
administrations, changes in faculty, new classes of students, and are held dear by alumni. The
Evergreen State College saga can be summed up as "we are different." Formed in counter-culture
roots, we proudly carry forward the idea that we are cutting edge and so different that truths about
organizational structure and higher education realities do not affect us like they do every other college
and university in the nation. It would be a mistake to believe that we are so unique as a college that we
have the luxury of ignoring national work or taking into consideration best practices used nation-wide
or to ignore national expertise. Our challenge is to constantly question ourselves and resist becoming
self-satisfied.

As a reputable educational institution, we should hold ourselves accountable for understanding the
nature of diversity as it is perceived presently. In our research of past TESC work on addressing
diversity issues, it is clear that what we address as diversity issues in 2006, are very different than the
concept of diversity in 1975. Going beyond friendly tolerance of difference and becoming aware of
how our structures at Evergreen affect student, staff and faculty success would truly be counter-
culture.

We can not use the tools of 1975 to fashion solutions for 2006 and beyond. Any self examination with
regard to diversity and the Evergreen culture should be founded upon present-day knowledge of
diversity and utilize the best methodologies available and appropriate to our institution. Necessary to
our self examination are the following:
1. Use of a diversity framework;
2. Collection and analysis of disaggregated data on a consistent and regular basis;
3. Engagement of the Evergreen community on all its campuses in understanding our data analysis

and current approaches to diversity;
4. Regular reports to the Evergreen community that are clear and consistent; and
5. Steady and visible leadership by senior administrators and faculty.

A popular phrase in the higher education community today is “culture of inquiry.” Since its beginning,
Evergreen has nurtured a culture of inquiry as the basis of its teaching and learning. The College has
regularly collected and made available data on students, faculty, staff, and other college-related
constituents and issues. We are, therefore, in a unique position to use and expand these data collection
processes to gain richer information about our successes and our challenges. If we can apply the
culture of inquiry approach to our own institution, we would build on our strengths for the future. By
better understanding our own College data, we will be prepared to address changes in 2006 and 2037.

We intend that the recommendations of this report provide a point at which curiosity about ourselves
and our practices can blossom. While every recommendation may not be comprehensive in its scope
or solution, they are well-designed to transform how we examine our structures, the effects of power
dynamics in teaching, the degree to which we vigorously pursue equity and inclusiveness, and the way
we choose to face the realities of social influences on issues of race, gender, sexual orientation,
disability, and gender identity.
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Appendix 1

1

M E M O R A N D U M

DATE: April 28, 2005

TO: The Diversity Disappearing Task Force

FROM: Thomas L. Purce, President

SUBJECT: Charge to Diversity Disappearing Task Force

"Because learning is enhanced when topics are examined from the perspectives of
diverse groups and because such differences reflect the world around us, the college
strives to create a rich mix in the composition of its student body, staff, and faculty,
and to give serious consideration to issues of social class, age, race, ethnicity,
(dis)ability, gender, religious preference, and sexual orientation." — From the
College's Mission Statement

Introduction
Evergreen has a long-standing commitment to valuing diversity. This commitment is
reflected in the college's mission statement, the five foci, our strategic plan, and our annual
goals. The college has worked to ensure that this commitment is reflected in our approach to
all of the college's practices, including student recruitment and support, staff and faculty
recruitment, and our teaching practices.

Our Work
As I charge the Diversity Disappearing Task Force (DTF), I want to acknowledge the work
that that is going on and the work that has been accomplished already. There are few
institutions that can demonstrate a similar record of intense engagement with diversity and
racism. We can all be proud of the steps Evergreen has taken, even as we acknowledge that
more work remains.

Over the past two years, the college's commitment to diversity has been evident in much of
the work we have done. Staff and faculty across campus have made contributions as part of
their daily work. As part of our annual reviews, I have talked with each of the vice
presidents about work in their divisions. Human Resources has arranged training to help
staff learn to work with diverse populations. Academics continues to make diversity work a
central part of the curriculum. This summer, each of the team planning institutes included a
section devoted to diversity work.

Our work on diversity gained some additional energy and focus from the Day of
Absence/Day of Presence program in 2003. A panel of student speakers helped make clear




