
 
 
May 28, 2020 
 
 
 
President Gestring, 
 
Seven years ago, the university leadership adopted the strategic diversity organizing principle of 

Inclusive Excellence (IE). As such, we committed to broadening our definition of diversity, 

embedding diversity, equity, and inclusiveness (DEI) into all facets of the institution, and sharing the 

responsibility of addressing DEI among all faculty, staff, and students. IE additionally links together 

inclusiveness and excellence, such that “to be an excellent institution, we must be an inclusive 

institution.” It is in this value of IE that our success as a flagship, liberal arts university that we 

assume the role of leaders in DEI efforts in South Dakota, the upper Midwest region, and the 

nation. 

As we are faced with the personal and collective toll of the global pandemic, COVID-19, with the 

economic, social, political realities, we will need a great deal of flexibility and creativity to achieve 

what is presented here. The role of the Associate Vice President for Diversity, President’s Council 

on Diversity and Inclusiveness, diversity offices and centers, and the faculty and staff that support 

this work has never been more necessary to bring these priorities to fruition. My colleagues across 

the country are grappling with some of the same challenges that we face here. However, there are 

answers and many of them are right here in the people that helped to pen these recommendations 

and allies ready to help. 

Additionally, we are at a pivotal moment in our strategic planning and implementation process to 

effect significant change at USD and beyond. This will require of us all,  

• intentionality in engagement as we seek to effectively bring to the table those that have 

been historically minoritized and marginalized; 

• the firm footing in our values to understand that we want to do what is right and best for 

our university and community; and 

• brave strides to acknowledge the hurtful, harmful, and traumatic history while creating a 

more inclusive future. 
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In this report are the collective research, data, synthesis, and recommendations for advancing IE 

efforts related to training and education, both on- and off-campus, as well as Native American tribal 

relations. Great things are possible and attainable with strategic diversity leadership to not just address 

what is happening today, but to envision and pursue a future that is much more diverse, equitable, 

and inclusive. I sincerely urge you and the Executive Council to push the envelope on what is 

possible for USD using these recommendations as a guide. 

I want to personally thank each member of the President’s Council for their hard work and 

dedication to completing this task, despite their already busy schedules and the global pandemic. I 

appreciate their passion for this work, challenge and support throughout the process, and vision for 

a better USD. 

 

 

Lamont A. Sellers, ABD 
Chair, President’s Council on Diversity and Inclusiveness 
Associate Vice President for Diversity  
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President’s Council on Diversity and Inclusiveness 

2019 – 2020 Priorities and Report 

 

In fall 2019, President Gestring presented the President’s Council with three priorities to focus on 

for the academic year. The Council divided up into three subcommittees to drive the work of 

developing recommendations for each of the priorities to present to President Gestring for 

consideration. The three priorities (subcommittees) are: 

• Training and Education: Campus 

o Laura Renee Chandler, Mandie Weinandt, Tiffany Graham, Dyanis Popova, Joe 

Stollenwerk 

• Training and Education: Community (off-campus) 

o Bruce Kelley, Caroline Bates 

• Tribal Relations 

o Marisa Cummings, DenYelle Kenyon, Jean Caraway, Damon Leader Charge 

I. Training and Education: Campus 

A. Introduction and Rationale 

Diversity, equity, and inclusion are central to the University of South Dakota’s 

(USD) mission to provide excellent teaching, research, and service to the community. 

As the flagship, public liberal arts institution in South Dakota, USD has a special 

responsibility to promote student achievement and preparation for global 

competitiveness by fostering educational excellence and ensuring equity and access. 

While the moral, historical, and social justice imperatives for diversity will forever 

remain salient, in a twenty-first-century world, the promotion and institutionalization 

of diversity and inclusion are necessary for USD to meet its goals of academic and 

institutional excellence. 

As an educational institution, it is our responsibility to provide the best possible 

educational experiences for our students. One critical aspect of this is providing a 

diverse array of experiences and opportunities to broaden students’ horizons and 

prepare them for participation in a global society (ACE & AAUP, 2000). To 

accomplish this goal, institutions of higher education include a variety of content 

options and often aim to provide students with an environment in which they can 
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engage with a range of content and individuals from diverse backgrounds: both other 

students and the faculty and staff. They shape and guide their university experience. 

We strive to prepare our students to be leaders in the world and to compete in an 

ever-changing global society. To make this possible, USD must provide a welcoming 

campus community that attracts students, faculty, and staff from diverse 

backgrounds and consistently support and retain these populations once on campus. 

In South Dakota, and particularly at USD, we have made great strides toward 

addressing gender representation among faculty and staff. Although there is still 

work to be done regarding gender representation within higher tiers of faculty and 

staff, our 49.2% women faculty indicates a move in the right direction, up from 

39.6% in 2000. This gain has slowed significantly in recent years, with the Board of 

Regents data showing a <1% shift toward increasing female faculty since 2010. It is 

worth noting that within this same timeframe, there has been a limited change to 

racial representation among faculty. As of 2019 data, 17.2% of faculty at USD 

identify as people of color (POC), up 9.9% from 2000. Although much has been 

done, there is still much left to do (SDBOR, 2000; 2010; 2019). 

As predominantly white institutions (PWIs) work toward increasing faculty and staff 

of color as one way to both racially diversify campus and address historical and 

systemic inequalities that have been presented barriers to Black, Indigenous, and 

people of color (BI&POC) at institutions of higher education, there is a lag between 

those objectives and the development of a welcoming climate that supports and 

sustains faculty, staff, and students of color and their families. 

At USD, our strategic planning efforts have highlighted the need to address the 

recruitment and retention of faculty and staff of color. In addition to examining the 

often inequitable service workloads of faculty and staff of color (FSOC) (Matthew, 

2016), we must intentionally address potential implicit bias in our hiring and 

evaluation practices, actively attend to microaggressions toward FSOC from both 

students and other faculty and staff, support FSOC in the community, and be honest 

about the existing reality on our campus as a work in progress, (Webster, 2018). 

Our university website presents images of a multicultural utopia, but our data shows 

that there is a clear disconnect between the levels and representations of diversity 

showcased on the USD website and the reality encountered by faculty, staff, and 
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students once they arrive. While this effort highlights our goals of an inclusive 

campus, the reality that newcomers experience can present challenges to community 

adjustment and the desire to remain. 

In order for our goal of an inclusive campus to become a reality, we must go beyond 

marketing and rhetoric to embrace “a collaborative strategy that involves 

intentionality and engagement” (Greene, 2018, para. 16) as central to our strategic 

planning and action initiatives around diversity, equity, and inclusion. With the 

suggestions presented by this committee, we have the opportunity to make student 

and FSOC experiences of a welcoming and culturally sustaining campus (Santamaria 

& Santamaria, 2016) the reality, rather than the exception. 

B. Research and Stakeholder Engagement 

To help inform our planning and recommendations, we engaged in both quantitative 

and qualitative data collection. We also used sources of data that were available from 

previous inquiries and sought out new information to fill gaps in the previously 

collected information. We will briefly discuss our review of existing information and 

explain our novel discussions in more depth. 

1. Climate Surveys 

USD had a number of sources of existing information for this project. This 

included the 2016 Climate Survey, information collected during the Quality 

Initiative for the HLC Accreditation, information collected during the 

Strategic Planning Process, and other national sources of data. As the 

administration is already familiar with the information in these sources, our 

comments will be brief. 

As of the 2016 Climate Survey, 70% of those surveyed felt the inclusiveness 

of our campus was not improving. Additionally, 20% of faculty, 14% of 

students, and 11% of staff surveyed perceived the campus climate as racist. 

Students, faculty, and staff of color were less likely to rate our climate as 

inclusive, non-racist, non-homophobic, and non-sexist than their white or 

international peers. Support for increased diversity and inclusive excellence 

on campus was strong across all groups. 

The results of the NSSE Survey from 2018 indicated USD was average at 

topics related to Diversity and Inclusion and preparing students to work with 
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people from a variety of backgrounds. While scores were higher from first-

year students to seniors, the results were lackluster. Scores for participation 

in campus events or organizations related to diversity were exceptionally low 

for both first-year student and seniors with most questions scoring below a 2 

out of 5. This indicates a need to increase student engagement and 

involvement in diversity-related programming and events. 

The survey used for the Strategic Planning process was also informative. 

Comments related to diversity ranged from stating the need for more 

diversity in faculty and administration, the hostile political climate we face, 

and lack of advising and support provided for international student advising 

and orientation. Alumni and parents were most likely to consider USD to be 

diverse with 26% indicating this as a USD trait; 22% of students and 20% of 

employees felt the same. 

The information provided in the Quality Initiative for the HLC accreditation 

indicated there might be slight improvements in some indicators related to 

diversity and inclusiveness between 2015 and 2019; however, results were 

modest, and a number of changes were not statistically significant. The QI 

notes USD’s reinstatement of the Native American Academic Advisor Role 

as a positive action; Native Student Services has also been invaluable for 

USD’s indigenous student population. While these are excellent steps, USD 

faces institutional and socio-historical challenges to Native American student 

recruitment and retention indicating a need for a more holistic approach. The 

QI outlined a number of diversity and inclusiveness training and professional 

development opportunities made available; however, attendance at these 

workshops is generally low with participation primarily including those who 

are already supportive of creating an inclusive environment at USD. The 

success of the HHMI grant obtained as a part of the USD Inclusive Science 

Initiative also helps inform training and mentoring models which work well. 

Finally, the QI report discussed a large number of initiatives and programs 

related to diversity and inclusiveness which lack cohesive goals and messages. 

The need for clear priorities and more structured approach are imperative to 

achieving systemic change. 
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As mentioned previously, USD presents a much more diverse population 

through marketing than exists on campus. This can be helpful in recruiting 

students but does not help retain them. Looking at two-year retention data 

(Table 1) by race and ethnicity from 2017 to 2018 highlights this issue. Some 

groups saw improved retention between the 2017 and 2018 cohort of 

students: American Indian, Asian, International, and White. Black, multi-

racial, and Hispanic/Latino students saw a decline in the percent of students 

retained. With the exception of multi-racial students in 2017 and 

international students in 2018, two-year retention rates for non-white 

students were lower than their white peers. 

 
 

2. Listening Sessions 

As Faculty and Staff of Color (FSOC) were not included in the listening 

sessions during the strategic planning process, we reached out to this group 

to garner feedback based on their experiences as members of USD’s campus 

community. There were two broad themes that emerged during the 

discussion: a need for understanding and a need for resources. 

The need for understanding with expressed in a few different areas. A 

number of the attendees expressed their frustration with the lack of cultural 

competency and lack of understanding about the challenges FSOC 

experience at PWIs. A few also expressed discouragement with the continual 

“talking about” diversity and inclusion while not taking action to change the 
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campus culture and caving to outside forces that seek to restrain 

inclusiveness on campus and in the region. Along these lines, FSOC 

discussed weariness with those who practice “colorblindness” and the more 

recent push to say “everything is diverse” because this mentality is being used 

to ignore real problems and substantive work to address issues. The use of 

students and FSOC as ‘props’ for university marketing creates a false 

narrative for recruitment; it is not until after students and FSOC arrive on 

campus that they learn USD is not a welcoming place. More specific needs 

related to the understanding also emerged. FSOC discussed the ways in 

which their service, research, teaching do not always fit the typical university 

mold; the mold was built with little to no input from those with diverse 

experiences. Additionally, the focus placed on ‘traditional’ publishing and 

student evaluations as indicators of job performance often do not apply to 

the work FSOC were hired to do or are asked to do. 

A general need included resources to support FSOC as these individuals are 

being asked to do more with the same or fewer resources. Resource needs 

took a variety of forms but specifically included the following: 

• Better on-boarding for international faculty and staff. 

• Creating spaces or times for FSOC to interact, both formally and 

informally. 

• Creating spaces or times for informal interaction between FSOC and 

area residents of color. 

• A plan for retention which recognizes the additional burden FSOC 

face. 

• Stronger recruitment efforts for students, faculty, and staff of color. 

• Professional development opportunities for FSOC which recognize 

the barriers these individuals face. 

• Professional development for white colleagues to help them better 

incorporate diversity, equity, and inclusion into formal and informal 

student interaction. 

• More courses related to diversity issues. 
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• A structured diversity, equity, and inclusion training plan for 

students, faculty, and staff. 

• Resources to reduce the burden on women and women of color; 

these individuals take on a far greater load without additional 

resources. 

Our group also attended a Provost’s Council Meeting to speak with deans 

and department heads and asked for their feedback in the form of a SWOT 

analysis. A main theme of the strength’s category was the work happening 

within student services. Student programming, activities within the Center 

for Diversity and Community (CDC), and actions taken by student services 

on a whole may be a model for other departments or areas of campus. 

Weaknesses included both employee and student-related ideas. On the 

employee side, non-financial weaknesses included the lack of commitment or 

even interest by all members of the campus, the lack of deeper-level work, 

the general understanding that ‘nice’ does not equal inclusion, and disparate 

workload concerns. There were also fiscally related concerns on the 

employee side which included a lack of resources and a need to actively 

recruit more FSOC to campus. Recruitment and retention were also 

discussed on the student side with low Native American representation, low 

gender variation in STEM fields, international students, performance gaps 

(especially for rural and first-generation students)) and connecting the 

students to the programming that is offered expressed as concerns. Financial 

aid concerns were also cited both in the lack of funding and need-based aid 

and the lack of understanding of the Financial Aid Office when dealing with 

“non-traditional” student circumstances. 

The opportunities discussed were largely focused on community building and 

goals. Engaging the broader community and region in our efforts and a 

greater focus on creating external relationships were mentioned. The need to 

establish clear goals related to diversity and inclusiveness (D&I), support 

employees and students working towards these goals, creating an incentive 

for participation in D&I efforts, and holding ourselves accountable were also 

discussed as opportunities. 
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The group also brainstormed threats; there were many. External threats 

included political resistance to USDs D&I efforts, global issues (i.e. COVID-

19), the regional competition to recruit students, faculty, and staff of color, a 

lack of financial aid, and regional demographics. Internal threats included 

isolation marginalized individuals experience on campus, bureaucratic 

processes which are challenging to navigate, the hampering of 

communication to not offend anyone, burnout experienced by students, 

faculty, and staff of color, and the complacency many have as they feel we 

have already “arrived” at inclusion. 

C. Delivery and Learning Objectives 

The Training and Education Subcommittee proposes the following plan to increase 

diversity, inclusion, and equity on USD’s campus. This plan focuses on creating an 

ongoing awareness and understanding of human diversity while also building 

intercultural competencies that empower students, staff, faculty, and senior 

administrators to create an inclusive and supportive environment for all. This plan is 

a progressive, multi-year endeavor that addresses the varying competencies necessary 

for students (undergraduate and graduate), staff, faculty, and senior administrators 

(directors, chairs, deans, vice presidents, and president). 

We recommend a series of training sessions that have both overarching goals and 

audience-specific goals based on individual roles within USD’s campus. We 

recommend establishing a way to incentivize a minimum level of participation in this 

process; we will discuss this further in the section on sustainability. 

The overarching goal of all training would be to establish a baseline of D&I 

understanding and engagement in campus efforts to improve the campus climate.   

The workshops included in laying this foundational knowledge and understanding 

would focus on the following learning objectives: 

• Identify diverse communities’ experiences with marginalization and how 

intersectionality compounds that marginalization. 

• Explore how systemic issues of inequity relate to the lived experiences of 

marginalized populations. 

• Explore ways participants can serve as an ally to various marginalized groups. 
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• Identify ways in which life within the USD community exacerbates or 

reinforces issues facing marginalized communities structurally, formally, and 

informally. 

• Engage with USD’s D&I efforts at a meaningful, consistent level. 

• Develop and implement solutions for increased recruitment and retention of 

students, staff, and faculty from diverse backgrounds.  

• Understand why a universal, campus-wide investment in improving campus 

climate is key to meeting our institutional diversity and inclusiveness goals. 

 

1. Audience Themes 

We also have audience-specific goals for students, faculty, and senior 

administrators based upon their respective roles within the campus 

community. Some workshops may meet multiple audience-specific goals; 

however, some workshops will need to address specific learning objectives 

for the audience in question: 

a) Undergraduate and Graduate Students 

Program Theme: Engagement and Allyship 

Program Length: 1-2 years 

• Engage in USD’s D&I efforts with the goals of enriching 

themselves, their peers, and the campus as a whole. 

• Examine bias, micro/macroaggressions, privilege, the Five 

Faces of Oppression, and other impediments to diversity and 

inclusiveness. 

• Identify and embody the role they can play as allies, both on 

campus and beyond. 

b) Faculty, Staff, and Graduate Assistants 

Program Theme: Preparation and Advocacy 

Program Length: 2-3 years 

• Prepare students for engagement in a global society: 
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o Connect the gaps in student understanding with the 

diversity of the people they will meet in work and 

daily life. 

o Inspire students’ curiosity, empathy, and openness. 

• Contribute to or support the D&I efforts on USD’s campus 

and embrace the role of ambassador for USD’s D&I mission 

to the campus and community at large. 

• Adopt strategies for building a culture of accountability and 

advocacy among colleagues. 

• Identify and address the barriers to success for students, staff 

and faculty from historically marginalized groups. 

c) Senior Administrators-Directors, Chairs, and Executive-level Administration 

Program Theme: Building and Sustaining Inclusive Institutions 

Program Length: 3-4 years 

• Actively create and inclusive and welcoming environment: 

o Identify and eliminate structural inequity in USD’s 

policies, both formal and informal. 

o Actively endorse and provide resources to support 

D&I efforts. 

o Provide information and transparency in response to 

issues arising within the campus community. 

o Support and implement solutions for greater 

retention of students, staff, and faculty from diverse 

backgrounds.  

• Manage the varied internal and external forces (“the perfect 

storm”) that seek to disrupt D&I efforts or constrain the 

inclusive environment we aim to foster on USDs campus 

(Williams, 2013). 

Building Capacity 

Building organizational capacity is critical to advancing D&I education on campus. 

Change will not occur if one office or person is assigned responsibility for advancing 
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equity. A diverse array of stakeholders should work toward the goal of advancing 

diversity and inclusiveness education and teams within all departments on campus 

should be held accountable for incorporating inclusive policies within their 

respective areas. This training program will require long-term vision and sustained 

effort as the process of scaling up will not be easy or unchanging.  

We recommend that USD hire a diversity consultant for a period of at least three 

years to assist in the initial efforts of drafting and implementing the plan’s 

curriculum. The consulting firm’s responsibilities will be three-fold: 

1. Identify existing USD programs and workshops that can be incorporated 

in the campus-wide plan. Potential candidates include: Talking Change, 

Making Change, CTL Workshops, CDC Perspectives, Entering 

Mentoring, HHMI Antiracism Training, etc.) 

2. Develop and facilitate new workshops that meet the plan’s stated 

learning objectives. New workshops will be based on a hybrid or blended 

approach including in-person instruction, webinars, and interactive online 

training programs, etc. 

3. Structure new workshops under a “train the trainer” model that will 

equip existing staff and faculty with the necessary content knowledge and 

facilitation skills to offer these workshops in the future. Train the trainer 

workshops will both support the program’s sustainability and ensure a 

more equitable distribution of responsibility for the plan’s 

implementation. New workshop facilitators can either self-nominate or 

receive nomination from area supervisors.  

 

2. Sustainability 

A diversity training and education plan must be developed with an eye 

toward sustainability. Ongoing maintenance will be necessary to guarantee 

credibility, buy-in, relevancy, and success. The following items will provide 

vital tools and resources for the plan and ensure that all members of the 

campus community are empowered to carry forward the message of diversity 

and inclusiveness. 
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a) Diversity Strategic Plan 

The next Associate Vice President for Diversity, in consultation with 

the President’s Council, should be tasked with drafting a diversity 

strategic plan for USD. While diversity is a part of the university’s 

overall strategic vision, a clearly articulated diversity strategy will 

allow USD to evaluate the success of existing programs and 

initiatives while also identifying areas for growth in teaching, 

scholarship, access, and student life. Diversity strategic plans provide 

clear and achievable goals for all members of the campus community 

and external stakeholders. This training and education plan will 

operate as a core part of the diversity strategic plan. 

b) Hire a Diversity Consultant 

Diversity training plans are often delegated to existing staff and 

faculty who possess already over-stretched workloads. To address 

this challenge, the university should provide a financial commitment 

from a permanent, identifiable, and reliable funding source to 

contract with a diversity consultant for at least three years to build 

program capacity. Informed by these recommendations, the 

consultant will be tasked with drafting and facilitating the curriculum 

for the audience-themed training sessions.  The consultant will help 

identify existing workshops and programs on campus, develop and 

implement new workshops, and facilitate ongoing training and 

development (i.e. train the trainer programs), etc.  

c) Incentivize Coordination and Participation 
The success of this training plan will be dependent upon executive-

level commitment. Directors, chairs, deans, vice presidents and the 

president should serve as champions of the plan and establish 

accountability for staff and faculty participation. Methods of 

accountability at all levels and classifications include, but are not 

limited to, evaluation in yearly performance reviews, consideration in 

promotion and tenure standards, and official university recognition 

for completion. 
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Students, staff, and faculty who participate in the implementation of 

the training plan by facilitating workshops, assisting in the 

development of curriculum, or working with the subcommittee to 

assess the effectiveness of the training plan should also be 

appropriately compensated for their time and effort. Compensation 

includes, but is not limited to: modest stipend paid per workshop 

taught, course release, assigned professional service, and other 

workload accommodations. Implementing a training plan of this scale 

will require significant time commitment and should not be added to 

existing job responsibilities. Accommodating existing workloads for 

participation will help to eliminate fatigue, resentment, and burnout 

(Lam, 2018). 

d) Assessment 

The subcommittee, in consultation with a broad cross-section of 

representatives from programs and departments on campus, will 

track and assess achievements using a diversity scorecard (Williams, 

2013). The scorecard will allow the subcommittee to effectively 

measure the objectives, goals, strategies, and indicators of the 

progress of the training plan. Ideally, this scorecard will be part of a 

larger assessment strategy outlined in the diversity strategic plan that 

connects this training plan to other campus diversity initiatives and 

measures outcomes across a number of diverse perspectives. We will 

review training and education activities in an annual year-end report 

presented to President Gestring and the President’s Council on 

Diversity and Inclusiveness. The report will also include 

recommendations for revisions in the training plan for the upcoming 

year. The President’s Office will communicate at all levels the results 

of the plan’s learning outcomes to demonstrate the return on 

investment and the overall benefit to the campus community. 

Ongoing evaluation of the plan will be necessary to maintain the 

plan’s effectiveness and to survey student, staff and faculty, 

perceptions of USD’s efforts.  



2019-20 President’s Council Priorities and Report 16 

Conclusion 

USD has made some progress towards improving diversity, equity, and inclusion for 

our campus community and other constituencies. Results of efforts so far are mixed 

due to our lack of a cohesive plan with a systemic approach and clear, measurable 

goals. We have an incredible opportunity to truly live our mission of providing 

excellent teaching, research, and service to the community by embracing diversity, 

equity, and inclusion. 
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II. Training and Education: Community (Off-Campus) 

There are commonalities and differences in what training and education needs exist for USD 
and the broader Vermillion community as they relate to diversity, equity, and inclusion. Basic 
level training and educational opportunities that are introductory in nature and inform 
participants through engaged dialogue and interactive presentation include, but are not 
limited to institutional racism, supremacy, and oppression; equity and equality issues for 
diversity groups; protected versus unprotected classes under law and responding to their 
needs. These topics and others can be leveraged for common benefit between USD and the 
Vermillion community, particularly hosting programs in off-campus locations. Divergent 
topics that are more specific to the Vermillion community include, housing and employment 
issues, community resource needs for diverse populations, inclusiveness in public spaces, 
and creating a sense of community belonging. 

A. Stakeholder meeting: Vermillion Human Relations Commission  

1. We engaged with the VHRC and here are some of the takeaways 

• Creation of a USD-Vermillion Joint Diversity Task Force 

• Collaborative training opportunities for city employees 

• Collaborative programming around major events (e.g., Presidential 
Election, MLK Holiday) 

• Community/University intergroup dialogues (expanding the Talking 
Change, Making Change Dialogue Program) 

• Developing publicly available resource pages (e.g., LibGuides) 

B. Future Development with city stakeholders: 
To further develop the training and education collaborative efforts between USD 
and the Vermillion community the following should be engaged in dialogue. 

1. Vermillion Public Schools 

2. Community Connections Center 

3. Vermillion United Way 

4. Vermillion Chamber and Development Company 

5. Vermillion City Hall 

6. Vermillion Arts Council 

7. Others (faith community, leaders/influencers, etc.) 
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III. Tribal Relations 

The impetus for these recommendations is to raise the profile of Native American issues by 
pursuing a multi-faceted approach of community engagement with Tribal Nations, focus on 
recruitment and retention of faculty, staff, and students. 
The University of South Dakota (USD) has had an inconsistent relationship with tribal communities 
connected to the state of South Dakota.  As the flagship institution, USD has made little effort to 
collectively engage tribal nations as external stakeholders.  The approach in engagement must be 
multi-faceted and rooted in best practices.  We have developed a multi-pronged approach to tribal 
engagement and relationship building that will enhance USD and the state of South Dakota.  Our 
approach to positive tribal relations includes developing a full-time Tribal Liaison position, hosting 
tribal government to campus once a year, creating a Native Nations Building program, increasing 
Native faculty and staff, and increase capacity for Native Student Services, all of which will aid in 
addressing climate issues and impact Native student recruitment and retention. 

A. Engagement with Tribal Nations 

1. Benchmark 

Summer 2021 

• Administration annually hosts Tribal Presidents at USD (similar to 

previous legislator visits), with USD President fully engaged 

• Regular listening sessions at regional events 

• Fully fund the Tribal Liaison position as a full-time position, as a 

direct support to the USD President. 

The following are critical duties included in this position’s scope of 

work: 

o Continue the Director of Tribal Outreach efforts with USD 

collaborators by establishing/re-establishing consistent 

contact with tribal governments and entities 

o Charged with the creation of a Native American Alumni 

Group and sustained engagement in collaboration with the 

USD Foundation and USD Alumni Association. 

o This person is charged with leading and collaborating in the 

development of Tribal College & University articulation 

agreements and potential MOUs with governments and 

sovereign entities. Active engagement with various 

administrators (e.g., Provost, General Counsel, Director of 

Government Relations) will be critical to the development, 
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negotiation, implementation, and assessment of agreements 

and MOUs 

o Lead initiating or continuing contact with tribal leaders and 

the heads of tribal colleges and universities 

o The Tribal Liaison will be a thought leader and centralized 

coordinator for researcher and faculty needs, collaborating 

with other entities to provide expertise and connections.  

o In collaboration with departments and programs, engage 

Native Alumni for mentorship possibilities, guidance, cultural 

protocols, and ultimately support recruitment and retention 

efforts 

o Help coordinate an annual tribal relations day at USD (see 

above) to engage the campus administration with tribal 

communities and build relationships 

B. Increase Native American Faculty & Staff Recruitment and Retention 

Native Americans make up approximately 11.4% of the state of South Dakota and 

approximately 4% of the population of Clay County. The 1.5% of faculty and 2.7% 

of staff members at USD who self-identify as Native American is significantly lower 

than both state and county census data. More Native American faculty and staff 

members at USD can influence changes in our current climate, building a strong 

faculty and staff retention base, and help support and retain Native students. It is 

important to have more Native American voices at administrative tables so that 

diversity issues may be considered at every level of decision making at USD. 
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1. Recruitment 

We must obtain a critical mass of Native American faculty and staff to create 

an inclusive climate. This requires an intentional effort to recruit Native 

American faculty and staff with national searches and Native engagement 

during the search process. A goal for the critical mass of Native American 

faculty and staff would be 10%. With intentional regional and national 

recruitment efforts, this USD initiative would create meaningful, lasting 

change for both the university culture and students. 
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a) Benchmark 

See data on the number of Native American faculty and staff that are 

hired per year and how many leave per year. It is possible that 

retention could help increase our numbers. 

Increase to 5% by 2023. Assess the strategy and capacity to increase 

long term benchmarking to increase to 10%. 

We are aware that the university is currently in a hiring freeze. HR 

should send all staff and faculty positions to Native American 

specific job boards in order to reach the intended population. 

(AI/AN faculty/staff currently 2% of USD employees) 

2. Retention 

While the intentional recruitment of Native American faculty and staff is 

essential to obtaining a critical mass, it is equally as important to retain the 

Native American faculty and staff that we do recruit. To do this, there must 

be more effective community engagement and support for Native American 

faculty and staff. There are very real climate issues related to institutional 

racism that must be addressed. To provide solutions to address issues related 

to USD being a predominantly white institution, our group has created a list 

of Culturally Relevant Institutional Solutions. 

We must also acknowledge the amount of work that many Native faculty and 

staff do outside their job responsibilities to support Native students and one 

another. In tribal communities, community and relationships are of high 

importance. USD is a place away from home where these relationships are 

made. Many Native faculty and staff continue to support one another and 

graduates after they physically leave Vermillion. 

a) Benchmark 

We will need to assess the data on the past 10 years of retention on 

Native American faculty and staff to identify a disparity. 

After evaluating the data, we can set a retention goal. 
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C. Culturally Relevant Institutional Solutions 

1. Tribal College and University (TCU) Articulation Agreements  

As a flagship liberal arts public university in South Dakota, USD should 

carve out the goal of being the premier institution for Native American 

students in the region. In partnership with Academic Affairs and individual 

Schools and Colleges, engagement and growing reciprocal relationships with 

regional TCU’s would allow for a meaningful, mutually beneficial exchange. 

Articulation Agreements with TCU’s would allow for USD to increase 

enrollment, while diversifying course offerings. Courses could be offered 

online as well as in person. 

• Conduct a needs assessment to detail the regional TCU’s current 

program offerings 

• Ensure a mutually beneficial relationship that does not duplicate 

programs or pull students from TCU enrollment 

a) Benchmark 

Acknowledging that each TCU is different, this will take a multi-

faceted approach. We are looking specifically at regional TCU’s in 

South Dakota and Nebraska. 

• Summer 2020 

o Detail TCU program offerings 

o Information gathering 

o Needs assessment of USD curriculum by Tribal 

Relations Director 

o Identify program champions 

• Fall 2020 

o Begin meeting with TCU’s 

• Spring 2021 

o First Articulation Agreement presented 

o Presentation of other assessment 
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2. Native Nation Building Program 

Native Nation Building is the process by which a Native nation strengthens 

its own capacity for effective and culturally relevant self-government and for 

self-determined and sustainable community development. 

Nation building involves building institutions of self-government that are 

culturally appropriate to the nation and that are effective in addressing the 

nation’s challenges. It involves developing the nation’s capacity to make 

timely, strategically informed decisions about its affairs and to implement 

those decisions. It involves comprehensive effort to rebuild societies that 

work. In other words, a nation-building approach understands that tribes are 

not merely interest groups, but governing nations confronting classic 

problems of human societies. 

In partnership with Academic Affairs and individual Schools and Colleges, 

we propose to develop a Native Nation Building program from 

undergraduate to graduate program level, possibly in conjunction with the 

Native American Studies program. This includes the following activities: 

• Conduct an inventory of classes currently being offered and complete 

a curriculum plan based on existing premier programs (University of 

Arizona, University of Minnesota – Duluth) 

• Conduct an inventory and organization of current work on 

reservations, as well as a communication plan 

• Continue to build the Native American Studies program by 

increasing the number of faculty 

• Engage with traditional elders across the area for guidance and 

support 

This is a culturally appropriate way to engage communities and obtain 

feedback and ideas to support Native American faculty, staff, and students. 

Potential Program Inventory: 

• Native American Studies 

• Sustainability Studies 
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o Creating a Traditional Ecological Knowledge 

Program/Certificate 

• Organizational Leadership 

• Sociology 

• Social Work  

• Leadership 

• Political Science 

• Law School 

a) Benchmark 

Fall 2020 

• Engage stakeholders in the Nation Building concept to drive 

the program. Meet with the department chair, Dean to create 

buy-in. 

• Class inventory 

• Engagement of traditional elders 

Fall 2021 

• Creation of program and curriculum 

• Approval process 

Fall 2022 

• Implementation 

3. Training and Resources 

Building a training/TA resource for faculty working and/or conducting 

research in Indian Country with IRB and grant submission. Add to the 

current training and certificate model. Dan Engebretson and Ann Waterbury 

to discuss the model for CITI training. This training could be available via 

the Center for Teaching and Learning online as an accessible resource. 

a) Benchmark 

• Not recreating the wheel: CITI Training – rETHICS training 

through the University of Washington. Gain access to 

REDCap and logistics to online trainings tools. 
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4. Data Analysis of Grants and Research 

Create a system to track research and grants associated with Indian Country. 

The Office of Research and Sponsored Programs develop an annual report 

that can be used. 

a) Benchmark 

Summer 2020 

• Begin conversations with ORSP and the Tribal Liaison 

Spring 2021 

• First Report: Add into the report if they are working with the 

Native American population. The Tribal Liaison can track 

and analyze the data. The report should be sent to the 

Executive Council, Native Student Services Director, and 

President’s Council on Diversity and Inclusiveness. 

5. USD Native American Alumni Group 

The creation of a Native American Alumni group can offer advice and 

support to Native faculty, staff, and students. This also builds stronger 

relationships between USD and the tribal communities that alumni are from, 

which will positively impact USD’s image in Indian Country. It can also build 

towards future scholarships for Native students. 

a) Benchmark 

Fall 2020 

• Conversations with the Alumni Association about data 

• Creation of an official Native American Alumni organization 

and outreach 

D. Student Recruitment 

Native Americans make up 11.4% of the state of South Dakota and 2% of students 

who self-identify as Native American at the University of South Dakota. The 

University of South Dakota is unique in that it is associated with many different 

tribal communities and serves Native American students who will go back to their 

reservation communities to work. In order to enhance tribal communities and build 

capacity, we must consider unique strategies for recruitment and address the specific 
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needs of Native American students, their families, and communities. The following 

recommendations are rooted in best practices for Native American student 

recruitment. Success in increasing the number of Native American students 

matriculating to the University of South Dakota is dependent on an institutional 

commitment to Native American recruitment in the region. 

1. Benchmark 

Financial Aid: Create a more cohesive and clear scholarship program for Native American 

students, while making a concerted effort to increase donor funding from the Foundation. 

Fall 2020 

• Begin meeting with Financial Aid and VP of Enrollment to discuss 

the process 

Admissions: Native American recruiter position. This position works specifically with the 

unique needs of tribal communities and their students to increase the number of Native 

American students matriculating to the University of South Dakota. 

Fall 2020 

• Continue to have the conversation with Admissions and VP of 

Enrollment 

Admissions & Allies: Native American recruitment event (formalize and institutionalize 

Native American visit weekend with the Alumni Dinner and Wacipi). This event would 

be modeled specifically for Native students and the Native American recruiter would work 

with the communities to create a stronger connection and relationship. 

Fall 2020 

• Begin conversations 

Summer Bridge: An institutionalized bridge program outside of an Upward Bound 

program, coordinated out of the Dean of Students office, in partnership with various 

Schools and Colleges, would allow students to experience USD and build connections with 

faculty and staff in their academic area of interest. Unlike Upward Bound, this program 

would look to recruit students directly to the University of South Dakota by connecting 

them with faculty and staff.  It is possible that funding for such a program could come from 

a grant in conjunction with tribal communities.  This program would potentially increase 

student recruitment and retention. 
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Fall 2020 

• Discussions on who would oversee it, where would it be housed, 

who would fund it? 

E. Student Retention 

USD’s initiative should not only have a focus on recruitment of Native students, but 

also on supporting those students to degree completion. Although graduation is the 

broader goal, one of the key indicators is the first-year retention rate. USD’s 

Institutional Research Persistence Dashboard from 2007-2018 shows this is also an 

area for continued focus and improvement, with only 20% of students persisting 

after 6 years, compared to 55% in the general student population. While areas of 

focus for student retention are financial aid and college readiness, we believe that an 

equally important factor that is not discussed is an unwelcoming campus climate. We 

must make a concerted effort in creating a welcoming and inclusive environment for 

Native American students to retain and enhance their cultural identities while 

obtaining a western education. Although many factors play into student retention, 

the activities below are identified areas for continued investment: 

1. Benchmark 

Native Student Services: Fund a new program coordinator/student retention specialist 

position. This position would focus on working directly with Native student organizations 

and enhancing programming offered. 

Fall 2021 

Native Student Services: Institutionalize funding for the Director of Native Student 

Services position. 

Fall 2021 

Continue to fund Native Student Services and cultural, social, and academic 

programming. 

Financial Aid packages that are transparent and concise. Scholarships that are 

offered in packages and students know the amount prior to arriving on 

campus.  

Ensure that data collected in the dashboard is correct. 

 


