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Executive Summary 

In the spring of 2018, in response to the Nassar scandal, Interim Dean Cheryl Sisk and the 

NatSci Faculty Advisory Council created a Task Force on Inclusive Initiatives, which was 

charged to: (1) Evaluate suggestions from the NatSci Council on Diversity and Community 

(CDC) and comments from NatSci college and department town halls to advance diversity and 

inclusion within NatSci; (2) Conduct a NatSci climate assessment survey to identify areas where 

we are doing well and areas in need of improvement (to be completed by the MSU Office of 

Survey Research in Spring 2019); and (3) Develop recommendations for NatSci to enhance 

diversity, equity, and inclusion within all NatSci settings (e.g., classrooms, research laboratories, 

workplaces). Kendra Pyle, Academic Specialist-Advisor, has been appointed in a temporary, 

half-time position to lead the task force and college inclusive initiatives through May 2019.  

 

The task force collected data on current College activities, demographics of NatSci students, 

faculty and staff, and reported activities from other MSU Colleges and programs. It also 

reviewed the recent history of efforts by the College, including a 2012 CDC Report on Graduate 

Student Recruitment and Retention. To the extent possible, it substantiated its claims and 

recommendations with citations to the social science literature and analysis of collected data. 

 

A review of the NatSci demographics over the last 10 years shows that the demographics of the 

student population have not changed very much over the last decade and shows that there is 

ample room for improvement of the overall diversity of the College. NatSci itself could benefit 

from borrowing and adapting programs and effective practices from other colleges, and in turn, 

NatSci should freely share their experiences, materials, and any ñlessons learnedò with other 

colleges and organizations. 

Actions Underway based on Task Force Recommendations 

Some of the recommendations made by the task force are already being acted upon by the 
College of Natural Sciences. We list those here. 
 

1. Change the Bylaws to Create a Diversity, Equity, and Inclusion (DEI) Committee. 

Upon the passage of the proposed NatSci bylaw changes, a DEI Advisory Committee 

will replace the current Council on Diversity and Community (CDC). The DEI Advisory 

Committee shall recommend, review, and evaluate policies and programs that affect the 

diversity of the faculty, staff, and students of NatSci, as well as the inclusivity efforts of 

the college. This includes advising and consulting with the Dean and units and offices in 

the six focus areas identified by the MSU Office for Inclusion and Intercultural Initiatives 

to guide DEI initiatives for all MSU units: 1) Leadership; 2) Access, Retention, 

Advancement (applicable to faculty, staff, and undergraduate and graduate students); 3) 

Research; 4) Curriculum (formal and informal); 5) Campus Climate; and 6) External 

Engagement. 
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2. Conduct a College Climate Survey. 

MSU Office of Survey Research Survey has been hired to conduct a college-wide 

climate survey in Spring 2019. There will be four versions of this survey targeting: 1) 

faculty and teaching specialists; 2) staff, academic specialists (with roles other than 

teaching), and postdoctoral researchers; 3) graduate students; and 4) undergraduates 

with NatSci majors. Coordinate majors in Lyman Briggs and a sample of undergraduate 

students with majors outside of NatSci who have completed NatSci classes in spring and 

fall 2018 will also be invited to compete a subset of the questions on the undergraduate 

survey.  

 

The survey will assess general satisfaction within NatSci, feelings of belonging, safety, 

respect, and value, and how common incivility, bullying, and sexual harassment are 

within the college. The survey will also measure how individuals rate the climate, as well 

as how members of identity groups rate the climate for other groups. Additional 

assessments include: 1) the prevalence of bias/discrimination (experienced or 

witnessed), 2) the level of familiarity and comfort with mechanisms for reporting these 

experiences, and 3) the interest of staff, faculty, and students in attending diversity 

training. 

 

3. Create a NatSci Diversity and Inclusion Website.  

A website subcommittee made up of CDC and Task Force members has been tasked 

with creating a new diversity webpage. This website will act as a central hub where 

people can easily access information and resources related to college- and university-

wide data, events, initiatives, and training opportunities on diversity and inclusivity-

related topics. As of November 2018, the web page content is under development, with 

plans to finalize and publicize the new webpage in spring 2019.  

  

4. Establish a College-level Diversity, Equity, and Inclusion (DEI) Position. 

The task force has drafted a proposed job description for a full-time DEI Director, 

Assistant Dean, or Associate Dean position within the College. The position is not yet 

approved. Its responsibilities would include: 

ǒ Annual evaluation of college and unit-level diversity data for faculty, staff, and 

students. 

ǒ Carrying out college-level initiatives to meet goals in the DEI strategic plan. 

ǒ Collaborating with units to help them set and meet goals that align with the 

college DEI strategic plan. 

ǒ Developing accountability measures for college-level and unit-level inclusion 

goals, which will be assessed annually. 

ǒ Collaborating and sharing resources and best practices with other MSU units, 

with a focus on STEM (Science, Technology, Engineering, and Mathematics) 

colleges. 

ǒ Leading college-level DEI training efforts with a focus on improving problem 

areas identified in the climate survey from spring 2019. 
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ǒ Working with Faculty Excellence Advocates or other identified individuals to 

implement best hiring practices to increase faculty and staff diversity. 

 

5. Develop and Sustain a System of Training and Workshops for Diversity and 

Inclusion. 

Members of the CDC have received a Creating Excellence Inclusion Grant from the 

Office for Inclusion and Intercultural Initiatives to develop a series of trainings and 

workshops to be held in 2019. The funded activities include: 

ǒ Training events centered on cultural competency, group identity, power and 

privilege, and the four levels of oppression. These events will be led by Karen 

Pace from Pace 4 Change and Dionardo Pizaña from Michigan State University 

Extension (MSUE). 

ǒ Pilot implementations of the day-long cultural competency training event to be 

offered on January 15 and 23, 2019 for a group of NatSci senior leaders, 

chairs/directors, faculty, staff, and graduate students.  

ǒ A train-the-trainer workshop, to be held in Feb-April 2019 (6 training days) to 

develop a NatSci facilitation team that can lead future cultural competency 

training and other diversity- and inclusion-related training events. 

ǒ A second round of the cultural competency trainings to be offered on April 10 

and 11, 2019. These workshops will be led by Karen Pace and Dionardo 

Pizaña with assistance from the NatSci facilitation team.  

ǒ Subsequent day-long cultural competency training in summer 2019, to be led 

by the NatSci facilitation team.  

Recommendations for Future Actions 

6. Write and post a NatSci diversity, equity, and inclusion (DEI) mission statement. 

NatSci should develop a DEI statement which shows the collegeôs commitment to 

improve campus climate and create equitable experiences for all students, faculty, and 

staff. 

  

7. Develop a DEI Strategic Plan for the College. 

NatSci should develop specific college-level inclusion goals and a timeline to accomplish 

them that align with the six focus areas identified by the MSU Office for Inclusion and 

Intercultural Initiatives to guide DEI initiatives for all MSU units (see bylaws changes). 

  

8.  Increase and Improve Hiring of Diverse Faculty and Staff. 

A. NatSci should create language to be included in NatSci job ads about NatSciôs 

commitment to diversity, based on the college-level DEI statement. 

B. Job requirements in the College of NatSci should reflect that candidates are 

expected to understand the challenges faced by members of underrepresented 

groups in higher education and actively participate in inclusive practices. 

C. NatSci should encourage broader searches for faculty positions. Extremely 

targeted hires in restrictively-specified research areas are less likely to yield 
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qualified representatives from underrepresented groups, since candidates from 

minoritized groups currently make up a tiny fraction of the potential candidate 

pool in many fields. 

D. Candidates for all NatSci faculty and staff positions should be required to submit 

diversity and inclusion statements as part of their application packets. 

E. Interviews for all faculty and staff positions should be required to include 

questions regarding the candidateôs experience with diversity and inclusion 

initiatives. 

F. NatSci should retain oversight of faculty and staff candidate pools to ensure that 

that they include a diverse group of candidates. 

  

9. Incorporate equity and Inclusion-related goals as part of annual reviews, and 

reappointment, promotion and tenure. 

A. Implement changes to faculty and staff annual reviews that require a commitment 

to inclusive excellence, as demonstrated by setting and meeting annual diversity 

and inclusion goals. 

B. Implement changes to promotion and tenure policies to recognize contributions 

to diversity, equity, and inclusion in all promotion and tenure decisions. 

 

10. Evaluation of New Tools for Teaching Evaluation 

Research existing assessment tools on the market for evaluating teaching, that could be 

implemented in place of the current or a redesigned SIRS form. One example that is 

utilized by the Lyman Briggs College is the Student Assessment of their Learning Gains 

https://salgsite.net/.  

 

11. Recommend Inclusive Language for Syllabi. 

Recommend that all faculty include inclusion content in their syllabi, including how to 

report bias/sexual assault. 

 

12. Feedback Mechanism on Faculty Mentoring 

Develop annual feedback mechanisms (e.g. written surveys) for mentors and mentees 

that are consistent, constructive, anonymous, evidence-based, and also recorded and 

retained. 

 

The recommendations listed above are by no means exhaustive. As such, the Task Force 

identified further recommendations that would benefit NatSci but were not explored in the same 

level of detail. These have been included at the end of this report and should be considered for 

opportunities to go beyond the limited set of recommendations presented above. 

  

https://salgsite.net/
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Why the Task Force was formed  

Diversity, equity, and inclusion are core values of MSU and the College of Natural Science 

(NatSci). The college is committed to creating a supportive and welcoming environment where 

all students, faculty, and staff can pursue academic and professional success.  

 

In the spring of 2018, in response to the Nassar scandal, Interim Dean Cheryl Sisk and the 

NatSci Faculty Advisory Council created a Task Force on Inclusive Initiatives, which was 

charged to: (1) Evaluate suggestions from the NatSci Council on Diversity and Community 

(CDC) and comments from NatSci college and department town halls to advance diversity and 

inclusion within NatSci; (2) Conduct a NatSci climate assessment survey to identify areas where 

we are doing well and areas in need of improvement (to be completed by the MSU Office of 

Survey Research in Spring 2019); and (3) Develop recommendations for NatSci to enhance 

diversity, equity, and inclusion within all NatSci settings (e.g., classrooms, research laboratories, 

workplaces). Kendra Pyle, Academic Specialist-Advisor, has been appointed in a temporary, 

half-time position to lead the task force and college inclusive initiatives through May 2019.  
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Task Force Framework 

As members and contributors to the Task Force on Inclusive Initiatives, our work has focused 

on providing detailed recommendations to improve climate within the college and to make 

inclusive initiatives a clear college priority, guided by the following framework: 

 

¶ We value diversity and recognize the importance of increasing the representation of 
faculty, staff, and students within the college from different backgrounds and social 
identities, including, but not limited to, race, ethnicity, sex, gender, religion, sexual 
orientation, socioeconomic status, age, ability status, and national origin. Groups 
composed of people from diverse backgrounds lead to greater diversity in thought, 
perspective, and viewpoints, which leads to higher productivity and more creative 
solutions (Leung et al., 2008; McCleod et al., 1996). Increased diversity also leads to 
improvements in studentsô educational experiences and outcomes (Astin, 1993; Gurin, 
1999). 

¶ We strive for equity where everyone has access to the resources needed to meet their 
academic and professional opportunities, recognizing that current and historical 
institutional practices and policies within the U.S. and MSU have created barriers that 
have led to unequal access for people belonging to minoritized groups, which must be 
addressed. 

¶ We are committed to inclusionðcreating an environment where all students, faculty, and 
staff within NatSci feel safe, valued, respected, and a sense of belonging. 

¶ Creating a culture of change that leads to a truly inclusive environment is an ongoing 
process that will take time and investment by everyone within NatSci.  

o ñThis work requires the fortitude to know that reflecting, repairing, and renewing 
are part of a cyclical processò (Seifert, 2007, p. 17).  

o Accountability and transparent processes must be developed at every level 
within the college for this commitment to be realized.  

o Initiatives need to be solutions-focused, with measurable goals and outcomes. 
o The College must be transparent in sharing data, surveys, results, and outcomes 

with students, faculty, and staff and the greater community outside MSU. 
o Training must be an essential component of this work. 
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Background Information  

To be able to address equity issues, it is imperative to understand the cultural and historical 

framework in which systems of inequality developed and are maintained within institutions. This 

understanding requires expanding a limited notion of racism (as well as other isms) as individual 

acts of prejudice to racism as an oppressive system of control that grants advantages to one 

group of people (the dominant group) while denying access to others (the target groups). By 

understanding and changing how oppression (i.e. racism, sexism, classism, ageism, ableism, 

cissexism, and heterosexism) operates on individual, interpersonal, institutional, and cultural 

levels (four levels of oppression), we can begin dismantling these oppressive systems, creating 

an inclusive and equitable environment for members of all minoritized populations (Pizaña, 

2017; Sensory & DiAngelo, 2012).  

 

Misconceptions about other groups of people, or prejudices, develop because of lack of 

exposure to people who are different from us. When our preconceived notions lead us to treat 

people differently, then we are discriminating against them. Although discrimination operates at 

individual and interpersonal levels, oppression at institutional and cultural levels develops when 

stereotypes and prejudice operate within ñpervasive, historical, and political relationships of 

unequal power among social groupsò (Sensoy & DiAngelo, 2012, p. 43). Change requires 

challenging peopleôs assumptions and empowering ñé individuals to reflect critically on the 

legacies and processes of their cultures, to imagine different futures and to take responsibility 

for decisions and actionsò (Andreotti, 2006, n.p.). 

  

There is a persistent belief that racism is a thing of the past and that itôs time to just get over it. 

This belief is due to a persistent misunderstanding in dominant American society that racism is 

an individual act perpetrated by hate-filled individuals toward members of another racial group. 

This definition of racism focuses on the personal and interpersonal levels while ignoring the 

systemic oppression that operates at institutional and cultural levels, including impacts on 

education, health care, housing, and criminal justice. This ñfocus on individual incidents, rather 

than on racism as an all-encompassing system, prevents the personal, interpersonal, cultural, 

historical, and structural analysis that is necessary in order to challenge itò (Sensoy & DiAngelo, 

2012, p. 102). 

 

One of the challenges for minoritized groups is a lack of a sense of belonging at institutions of 

higher education (Hurtado & Carter 1997; Johnson et al., 2007). Members of minoritized groups 

may come to believe that they have less value due to negative images, representations, and 

viewpoints perpetuated by dominant culture (Sensory & DiAngelo, 2012). On college campuses, 

this belief can lead to students not participating fully in class, not speaking up when they feel 

excluded, and feeling powerless to promote change (Lee, 2015). This belief can also lead to 

stereotype threat, where the concern that stereotypes about a studentôs group will negatively 

influence them actually affects their academic and work performance (Steele et al., 2002). Black 

faculty and students at predominantly white institutions like MSU often experience not being 

heard or seen, of having to work harder than their white counterparts, of having to explain why 

they belong, and sometimes having to remain silent to survive (blackspaceblog, 2014). Because 
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of the invisibility of privilege, students and faculty from the dominant group usually believe that 

members of minoritized groups should try to fit in. Thus, the focus of many educational 

institutions to increase academic success and retention of underrepresented students has been 

to help them integrate into the dominant, mainstream system, expecting them to adapt to the 

systems in place (Rhoades, 1998). Instead, universities need to strive to become more 

welcoming to all students, faculty, and staff, and strive to meet their needs for academic and 

professional success.  

Council on Diversity & Inclusion (CDC) 

Mission 

The NatSci Council on Diversity and Community (CDC) disseminates information, and sponsors 

and organizes learning opportunities to encourage and maintain diversity within NatSci and 

MSU. 

Guiding Values 

All members of the college contribute to the diversity of the college and university communities. 

Diversity includes, but is not limited to, race, gender, sexual orientation, class, ability, belief and 

discipline. The CDC is dedicated to the following beliefs: 

  

Diversity is key to maintaining the scientific leadership of the college and university. 

Departments and programs must create and nurture respectful, inclusive, and supportive 

communities to foster work-life balance and diversity. 

Formation 

On January 12, 2009, then Dean R. James Kirkpatrick sent out a memo announcing that the 

Womenôs Advisory Committee was renamed the College Advisory Council on Diversity and 

Community (CDC) with a significantly increased charge to advise the college concerning issues 

relevant to women and minoritized groups, and to undertake specific projects in these areas. 

Specific immediate projects included identification and dissemination of tools and resources for 

handling work-life balance, enhancing recruitment and retention of more diverse STEM faculty, 

and creating environments where diversity in background and lifestyle is acknowledged as an 

asset in advancing success. Other activities included offering workshops and presenting 

speakers to promote these efforts and developing resources for work-life balance in a diverse 

community. The council also advised on implementation of the National Science Foundation 

(NSF) Advancing Diversity through the Alignment of Policies and Practices (ADAPP-ADVANCE) 

grant designed to bring about institutional transformation by promoting greater transparency in 

recruitment, retention, and advancement of faculty. Since its creation, the council has expanded 

its membership to include representation by tenure system and fixed-term faculty, support staff, 

academic specialists, postdoctoral researchers, and undergraduate and graduate students.  
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Charles Drew Science Scholars 

The Charles Drew Science Scholars program (formerly known as the Charles Drew Science 

Enrichment Laboratory [Drew Lab]) was established in 1979 by the NatSci to effect greater 

retention, academic success and graduation of students from groups under-represented in 

natural science and mathematics degree attainment. The mission of the Drew Scholars program 

aligns with the collegeôs values on diversity and inclusiveness. Over its nearly forty-year history, 

the Drew Scholars program has helped hundreds of students achieve their goal of earning a 

college degree by pursuing a holistic and comprehensive approach of providing both academic 

and non-academic support to students. 

  

Membership and participation in the Drew Scholars program are primarily by invitation. Invited 

students are selected from the pool of students admitted to the university who indicate on their 

admissions application that they plan to pursue a degree program offered in NatSci and/or pre-

professional health curriculum (most of whom will ultimately decide to pursue a NatSci degree), 

and who meet specific criteria based on their high school record and standardized test (ACT, 

SAT) scores. The total number of Drew students (freshmen, sophomores, juniors, and seniors) 

ranges between 250-300 students per year. Students in the program are highly representative 

of the population demographic that has historically been underrepresented at MSU and 

nationally in attaining science and mathematics baccalaureate degrees. According to the 

National Science Foundation (NSF), underrepresented groups in science and engineering are 

ñwomen, persons with disabilities, and three racial and ethnic groupsðblacks, Hispanics 

[Latinx], and American Indians or Alaska Nativesò (NCSES, 2017, p.2). The typical yearly 

demographics for the Drew Scholars program are 45% African American, 25% Hispanic/Latinx, 

less than 1% American Indian/Alaskan Native, 27% two or more races, 2% non-

underrepresented, 40% first-generation, and just above 50% who are eligible for a Pell grant 

financial aid award. The gender composition of incoming students is typically 3:1 female to 

male. 

  

The Drew Scholars program provides student support services and resources that are 

structured around five programmatic activities: 1) academic advising, 2) tutoring and academic 

coaching, 3) career advising and resources, 4) residential science-emphasis living and learning 

community (Science Living and Learning Community, SLLC), and 5) freshman and sophomore 

seminar and mathematics and biology courses. The residential program is designed to ease 

studentsô transitions from high school to the 4-year college system by giving them an 

opportunity to be a part of an existing student community, to facilitate study-group formation, 

and to provide greater opportunities for out-of-class cohort and community-building activities 

that are known to positively impact studentsô academic success and view of their overall college 

experience. The program also assists students with identifying and securing opportunities for 

academic enrichment and career-related exposure, preparation, and training experiences, such 

as science internships and faculty-mentored research. 
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Dow STEM Scholars Program 

In 2014, the Herbert H. and Grace A. Dow Foundation issued a challenge to universities in the 

state of Michigan to increase the number of students who graduate with a STEM degree. In 

response, MSU created the Dow STEM Scholars Program, which offers:  

1. A special math course was developed to prepare students for higher-level math courses, 

for students who start at MSU underprepared in math, based on the math placement test 

taken by entering students. 

2. An introductory course, CEM121: Explorations in Chemistry, was developed to ensure 

students have the math skills and appropriate background to succeed in CEM141: 

General Chemistry, a course required for virtually all STEM students.  

3. A first-year seminar was introduced to teach academic skills needed specifically for 

success in STEM. 

4. A model of intrusive and highly personalized advising and mentoring was developed.  

5. A series of programming to create a strong sense of community including both academic 

oriented and social activities was introduced. 

 

To be recruited into the Dow STEM Scholars Program, students must have a low placement on 

the required math placement test, be Michigan residents, and have indicated they will pursue a 

STEM major. The primary measures of success for the program are:  

ǒ Successful completion of MTH103: College Algebra and CEM141. 

ǒ Successful completion of next level mathematics required for the studentôs major. 

ǒ Completion of an MSU STEM degree. 

ǒ Scholarship support for undergraduate research to enhance the major experience and to 

better prepare Dow Scholars for graduate or professional schools. 

 

Students in the first cohort of Dow STEM Scholars are now in their fourth year of study. The 

program began with 49 students. Of these students, 11 left MSU (reasons: two financial, one 

transfer, one personal, two medical issues, and five for academic reasons). Nine students 

remained at MSU and decided to change to non-STEM degrees due primarily to a change of 

career interests. There are currently 28 active Dow STEM Scholars (DSS). All of the 28 active 

Dow Scholars, as well as the nine students who left the program for non-STEM majors at MSU, 

are on track to graduate in a timely manner. The Dow STEM students are more likely to persist 

in STEM majors (58%) than non-Dow students (40%), which is an impressive gain. As 

examples of the impact on scholastic performance, Dow STEM scholar consistently outperform 

their non-Dow STEM counterparts in MTH103 and CEM141. 

 

The Dow Program is very diverse. As of Spring 2018, 77% of Dow participants were female, 

52% were first-generation students, and 55% were Pell-eligible. Regarding the racial/ethnic 

distribution, 43% of the participants were Black, 41% were White, 7% were Hispanic/Latinx, 4% 

were Multiracial, and 3% were Asian. The remaining 2% identified as either non-US citizen MI 

residents or did not report their race/ethnicity. Overall, the Dow STEM program serves a higher 

proportion of non-white (59%) and female (77%) first time undergraduates than MSU as a whole 

(35% and 52%, respectively). Additionally, Dow STEM Scholars represent a higher proportion of 
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first generation (52%) and Pell eligible (55%) first time undergraduates than MSU as a whole 

(23% and 21%, respectively). 

 

Lack of support and community is a major factor in why students do not graduate from college 

and all of the efforts of the Dow STEM Scholars Program have been designed to create a strong 

sense of belonging and community among the Dow STEM students. In a survey of the Dow 

STEM Scholars in Spring 2018, 95% of the Scholars reported that they felt supported. The Dow 

Grant has made a significant difference to MSU and to individual students, and the program is 

focused on continuing to grow while developing new improvements and enhancements. 

Curriculum Updates 

While NatSci is deeply committed to its responsibilities to provide both introductory and 

advanced instruction in the physical, biological, and mathematical sciences, this report 

highlights some of our recent efforts to improve the introductory courses for undergraduate 

students from across the university. Research shows that the first two years of college are key 

to retention and academic success for students interested in pursuing STEM degrees. It is 

during this time that students must pass through the STEM Gateway, the required entry-level, 

introductory courses in biology, chemistry, mathematics, and physics that students complete 

before moving on to upper-level courses in their chosen discipline. Gateway courses have 

historically been barriers for large numbers of students, who lack the preparation or the support 

to succeed in the existing environment, or who find the vision of science and engineering 

offered in typical introductory STEM courses uninviting. These barriers have contributed to low 

numbers of students from underrepresented groups in STEM disciplines.  

 

NatSci has the principle responsibility for STEM gateway at MSU and we are committed to 

reducing these types of barriers in order to improve student success for a diverse group of 

learners interested in STEM. Several large-scale reform efforts in introductory mathematics, 

chemistry, biology, and physics have been completed or are underway. These efforts have been 

supported through internal college resources, the Office of the Provost, and grants awarded to 

our NatSci faculty from the National Science Foundation (NSF), Association of American 

Universities (AAU), and Howard Hughes Medical Institute (HHMI), many of which have the 

specific goal of increasing STEM student retention and success particularly for students from 

underrepresented groups. These efforts have resulted in the adoption and continued 

development of evidence-based teaching practices and in improved student outcomes that we 

predict will lead to increased graduation rates and decreased time to degree (e.g. improved 

Drop, Failure, Withdrawal rates in first semester chemistry, biology, and calculus). Some of 

these major reform efforts are highlighted below.  

 

Mathematical Sciences: Mathematics courses are required of essentially all MSU 

students and in the past, have been a significant impediment to student success. We are 

working to eliminate that impediment by providing the best possible opportunity for all 

MSU students to succeed in their initial math course. Courses are being transformed so 

that they employ research-based teaching methods and engage students in active and 
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quantitative thinking. A central component of this reform effort is the elimination of 

MTH1825: Intermediate Algebra, the developmental math course that has historically 

been a significant obstacle for many students. The Department of Mathematics and the 

Program in Mathematics Education (PRIME) have led, along with collaborators from the 

Hub for Innovation in Learning and Technology, the development and implementation of 

two new pathways for success for students who typically would have taken MTH1825:  

ǒ MTH101/102: Quantitative Literacy is a recently developed and now 

institutionalized curriculum that provides an alternative pathway for satisfying 

MSUôs mathematics requirement that does not include MTH1825. These courses 

stress practical applications of mathematics for students who are intending to 

major in programs not requiring a deep background in mathematics. These 

courses eliminate the need for remediation in MTH1825 and are better aligned 

with the needs of students not pursuing STEM degrees. Early results suggest 

that MTH101/102 has been a success and is improving learning student 

outcomes for several hundred students every year.  

ǒ MTH103: College Algebra will now be the first math course for all students who 

previously would have taken MTH1825 and plan to pursue a STEM degree. The 

curriculum is being revised to include evidence-based teaching practices and to 

better prepare students for calculus, which is required for most STEM programs. 

Following the pilot implementation in 2017-2018, a two-semester sequence of 

MTH103 (A/B) is being implemented to support students for whom a single 

semester is not sufficient to prepare them for calculus.  

In addition to these large transformation efforts, other introductory level courses, such as 

MTH124: Survey of Calculus, a course that serves hundreds of life science and business 

students every year, have been transformed. Overall, the Department of Mathematics is 

committed to eliminating obstacles that prevent students from succeeding in introductory 

math courses.  

 

Chemistry: Introductory chemistry is often the first ñscienceò course STEM majors take 

and studentsô experiences have often been discouraging. The introductory general 

chemistry curriculum, including lecture (CEM141 and 142) and laboratory (CEM161 and 

162) sequences, has been completely transformed and now incorporates evidence-

based teaching and learning approaches that have been shown to improve student 

learning. The curriculum engages students in the same practices that scientists typically 

use and includes inquiry-based labs. Research is ongoing but we have already detected 

an increase in grade averages and a decrease in the number of students earning a 1.5 

or lower in the lecture courses. We predict that these changes will contribute to an 

increase in STEM retention and a decrease in time to degree.  

 

In addition to the general chemistry transformation efforts, CEM121: Explorations in 

Chemistry was developed as one of the academic components of the Dow STEM 

Scholars Program, described elsewhere in this report. This course is designed to 

prepare students for success in the general chemistry sequence, particularly for students 

who are underprepared in mathematics. Students who complete CEM121 before taking 
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CEM141 earn, on average, a higher grade in CEM141 and are less likely to earn a 1.5 or 

lower than similarly prepared students who do not take CEM121.  

 

Biology: MSUôs Biological Sciences (BioSci) program, our gateway experience in life 

science, is a key determinant for STEM retention and success for students from across 

the university, including the ~75% of NatSci students who are pursuing biology-related 

degrees. Therefore, improving the student experience in BioSci courses was a major 

focus of the recent, provost-supported Biology Initiative. Investments were aimed at 

shifting to learner-centered models of instruction grounded in published research about 

how people learn. The curriculum is being transformed to engage students in activities 

and assignments that emphasize time-on-task and high expectations, use formative and 

summative assessments of student learning to guide teaching practice, and create 

learning environments that encourage faculty-student and student-student interaction. 

Consequently, a large proportion of the Biology Initiative funding has been invested in 

enabling such models by reducing class size, increasing the number of graduate 

teaching assistants (GTAs) and undergraduate learning assistants (ULAs), and 

decreasing the student to instructor ratio. These efforts are ongoing, but have resulted in 

improved learning and better student outcomes.  

   

Physics: Over the last four years, faculty from the Department of Physics and Astronomy 

have transformed several gateway physics courses, including PHY183/184 (P3-

Practices and Projects in Physics and EMPCubed), PHY251/252 (P@CL-Physics at the 

Cellular Level), PHY251/252 (DATA Lab-Design Analysis, Tools, and Apprenticeship 

Lab). The transformation efforts approaches make use of the best available research on 

undergraduate education in physics while supporting the use of modern tools such as 

computer modeling. Evaluation of these innovative instructional models has shown that 

students who take the transformed courses perform better on nationally normed concept 

inventory assessments and have better attitudes about physics and physics research 

compared to students in traditional course offerings. The Department of Physics and 

Astronomy is now poised to build on these successes to develop innovative studio-style 

and problem-based courses that can take advantage of the collaborative learning 

spaces planned for the new STEM teaching building. 
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Data and Findings 

College Demographics 

It is important to understand where NatSci stands as a college as it relates to the diversity of its 
members. This will create a baseline going forward and identify areas where the college should 
focus its inclusion efforts to meet its diversity goals.   
 
We collected and reviewed data on the race/ethnicity and gender of NatSciôs faculty, staff, and 
students from MSUôs Office of Planning and Budgets (OPB), which is from the fall semester of 
each specified academic year. Race/ethnicity categories referenced in the data tables and 
graphs are the identification labels tracked and used by OPB, according to federal guidelines 
(see Appendix A). Persons of color includes faculty, staff, and students listed as African 
American/Black, American Indian/Alaska Native, Asian, Hawaiian/Pacific Islander, 
Hispanic/Latino/x, Multiracial, or Other. Before 2010, federal guidelines for collecting and 
reporting race/ethnicity data did not include separation of Asian/Pacific Islander or the addition 
of categories of Hawaiian/Pacific Islander or Multiracial. Since MSU does not record 
race/ethnicity data for international faculty, staff, or students, race/ethnicity data is only 
presented for domestic faculty, staff, and students (Office of Inclusion and Intracultural 
Initiatives, 2018).  
 

We also collected race/ethnicity data for the state of Michigan from the 2010 Census and 
race/ethnicity and gender data for students enrolled at MSU in Fall 2017 and 12 th grade 
students enrolled in Michigan high schools in 2017-2018 for comparison to NatSci data (tables 1 
and 2 in Appendix B). Race/ethnicity and gender data for NatSciôs faculty, staff, and students 
can be found in in figures 1-3 below and tables 1-16 in Appendix C. Data relating to persistence, 
graduation rates, and degree conferrals for undergraduate and graduate student populations 
can be found in figures 4-13 below and tables 17-25 in Appendix C. Additional demographic 
tables and graphs for the college are available online.  

Race/Ethnicity  

Evaluating the Collegeôs efforts towards diversity and inclusion by considering the makeup of its 
faculty and staff population through the lens of race and ethnicity revealed that the college is 
significantly underperforming in meeting its diversity goals (compare table 1 in Appendix B with 
tables 2-6 in Appendix C). African American/Black, Hawaiian/Pacific Islander, Hispanic/Latinx, 
and Multiracial groups are considerably underrepresented in all employment categories (Figure 
1 and 2 and tables 2-6 in Appendix C, compare to table 1 in Appendix B). American 
Indian/Alaska Natives are underrepresented in all employment categories except for tenure-
stream faculty, which meet Michigan population percentages (0.7%); however, this is likely 
unreliable due to the extremely low sample size (only two faculty of 301 for 2017-2018). Of 
particular concern are the low percentage of African American/Black tenure-stream faculty in the 
college compared to the Michigan population (0.7% compared to 14.1%).  
 
NatSci faculty and staff employment categories in the college include tenure-stream faculty, 
fixed-term faculty, continuing academic staff (continuing academic specialists), fixed-term 
academic staff (fixed-term academic specialists), and non-academic staff. The distributions of 
faculty and staff by employment category are available in table 1 in Appendix C.  
 

https://diversity.natsci.msu.edu/sites/_diversity/assets/File/PDF/TaskForce%2C%20graphs%2C%20Appendix.pdf
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The NatSci undergraduate and graduate student data shows:  

¶ For a seven-year period beginning with academic year 2007-08, domestic students of 
color consistently represented about 17% of the student population in NatSci (table 8 in 
Appendix B). The overall percentage of domestic students of color began modestly 
increasing in the college starting in the 2014-15 academic year, reaching 22% in the 
2017-18 academic year.  

¶ There is a larger percentage of students of color among the undergraduate students 
than graduate students in the college (27.0% to 15.5% in 2017-2018 based on domestic 
student data). 

¶ There are smaller percentages of underrepresented students (per NSF guidelines - 
Black, Hispanic/Latinx, and American Indians/Alaska Natives) among NatSci graduate 
students than undergraduate students (Figure 2).  

¶ American Indian/Alaska Native students are underrepresented, and their undergraduate 
student population has declined, reaching a low of 0.2% in the 2017-18 school year 
(table 10 in Appendix B, Figure 2).   

¶ The Hispanic/Latinx undergraduate student population has more than doubled since the 
2007-08 year but the group still remains underrepresented compared to the population 
of 12th grade Michigan students (table 10 in Appendix B, Figure 2, compare to table 2 in 
Appendix B). 

¶ Between 2007-2017, the International undergraduate student population within NatSci 
has seen a 3.5-fold increase (Figure 2). 

Comparison of tenure-stream faculty to undergraduate students: 

¶ Although the overall percentage of underrepresented faculty within the tenure-stream 
faculty is very low, it is even lower as compared to the corresponding percentage among 
the undergraduate students. Studies have consistently shown that it is important for 
students to interact with professors they can identify with. As highlighted in the table 1 
below, the percentage of both Hispanic/Latinx (2.0%) and African American/Black (0.7%) 
faculty members in the college of Natural Science is dramatically lower than that of the 
corresponding undergraduate student population (5.1% and 7.7%, respectively).   

Table 1. Race/ethnicity demographics: Tenured Faculty vs. 

Undergraduate Students 

Race/Ethnicity  Tenured Faculty (%)  Undergraduate  
Students (%)  

African 
American/Black 

0.7 7.7 

Asian 17.9 6.9 
Hispanic/Latinx  2.0 5.1 

White 73.4 65.1 
International  5.3 9.8 
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  Figure 1. NatSci Employees by Ethnicity: Tenure-track Faculty, Fixed-term Faculty, and 

Specialists (Academic Staff). Note: Before 2010, federal guidelines for collecting and reporting 

race/ethnicity data did not include separation of ñAsian/Pacific Islanderò or the addition of categories 

of ñHawaiian/Pacific Islanderò or ñMultiracialò 
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Figure 2. NatSci Undergraduate Students, Graduate Students, and Non-Academic Staff by 

Ethnicity. Note: Before 2010, federal guidelines for collecting and reporting race/ethnicity data did 

not include separation of ñAsian/Pacific Islanderò or the addition of categories of ñHawaiian/Pacific 

Islanderò or ñMultiracialò 
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Gender 

Based on the data we have received from various university sources, including MSU Human 
Resources and the Office or Planning and Budgets, the only gender-based categories available 
for university employees and students are male/female. The university should expand gender 
options beyond the male/female binary to be inclusive of transgender individuals. This could be 
done by collecting self-reported data on sex assigned at birth (male, female) and current gender 
identity (male, female, transgender, or other self-reported identity), following recommendations 
of the GenIUSS Group (2014). Starting in the 2016-2017 academic year, the Common 
Application, a single, online application for more than 800 universities, changed the wording on 
the application to ñsex assigned at birthò and also added a free response question so that 
students could self-identity their gender (The Common Application, 2016). Since MSU joined as 
a member institution for the 2018-2019 application cycle, MSU will now have information 
available on how students self-report their gender identity, which should be added to university 
data.  
 

¶ Women faculty in NatSci are significantly underrepresented. Although overall NatSci has 
more female than male undergraduate students (56.2% female, 43.8% male), the 
percentages are dramatically different for tenure-stream faculty (25.2% female, 74.8% 
male).    
  

¶ For the undergraduate student population, the gender difference among each race/ethnicity 
is small except among African American men and women. The percentage of African 
American women is more than double the percentage of African American men (70% 
women vs 30% men, for the 2018 cohort) while all other races/ethnicities never reach that 
level of difference between the two genders (see tables 11 and 12 in Appendix C). 

¶ Comparing the demographics of the four largest departments comprising NatSci (Chemistry, 
Physics/Astronomy, Mathematics, and Integrated Biology), the percentage of female tenure 
track faculty varies from 14.3% (Physics/Astronomy) to 45% (Integrated Biology).  The 
percentage of female graduate students varies from 19.6% (Mathematics) to 60.8% 
(Integrated Biology) (Figure 3). 

 

 

Table 2. Gender demographics: Tenured Faculty vs. 

Undergraduate Students 

Gender  Tenured Faculty (%)  UN Students (%)  

Men 74.8 43.8 

Women 25.2 56.2 
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Figure 3. Comparison of NatSci departments by percentage of Female Tenure-track 

Professors and Female Graduate Students for the 2017-2018 academic year  
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Persistence / Graduation Rates / Degree Conferrals 

 

It is important to review the persistence, graduation, and degree conferral data to ascertain how 
NatSci is doing in meeting its goals for diversity and inclusion not only in initial demographics of 
students but also in equity of degree attainment. In this section of the report, persistence and 
graduation rates of undergraduates in the College are reviewed to make this determination (see 
figures and tables below and tables 17-25 in Appendix C). Persistence is defined as the 
percentage of students who return to MSU for another academic year. 

Persistence 

¶ Overall, undergraduate students who enter MSU as NatSci students, persist at MSU and the 
persistence rates have increased over the last 10 years (Figure 4). 

¶ Overall, men and women in NatSci persist at similar rates (Figure 5). 

¶ Considering race and ethnicity, there are high levels of persistence for all groups after year 
one.  After the second year, the difference in the persistence rates between whites and 
underrepresented students widens (Table 3). 
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Table 3. NatSci Undergraduate Persistence, by Race/Ethnicity 

  
 

 
Table ??: NatSci Undergraduate Graduation by Ethnicity 
 

 
Entering Cohort  

2003 2004 2011 2012 2013 10-year Average 

4-Yr 
Graduation 

% 

Black 17.8 12.9 14.6 21.0 16.7 17.8 

Hispanic 17.6 27.3 27.3 29.5 36.1 27.9 

International 36.4 30.8 38.6 39.1 50.9 37.7 

White 54.1 51.9 52.2 51.7 57.8 52.6 

5-Yr 
Graduation 

% 

Black 44.6 50.4 50.0 60.0 --- 49.4 

Hispanic 50.0 48.5 54.5 50.0 --- 52.8 

International 54.5 61.5 72.9 65.5 --- 58.0 

White 76.5 75.1 76.2 75.4 --- 76.2 

6-Yr 
Graduation 

% 

Black 57.4 62.6 58.5 --- --- 57.7 

Hispanic 61.8 60.6 65.5 --- --- 63.3 

International 54.5 76.9 78.6 --- --- 63.1 

White 80.4 789.6 80.0 --- --- 80.0 

 
 
 
Table ??: NatSci Undergraduate Persistence by Ethnicity 
 

 
Entering Cohort  

2003 2004 2011 2012 2013 10-year Average 

Year 1 
Retention 

% 

Black 83.2 92.8 85.4 85.0 87.8 87.2 

Hispanic 82.4 78.8 80.0 90.9 80.6 86.1 

International 72.7 84.6 91.4 89.7 94.6 86.3 

White 91.5 91.8 89.6 88.6 92.3 90.6 

Year 2 
Retention 

% 

Black 73.3 85.6 74.4 78.0 74.4 76.0 

Hispanic 76.5 69.7 78.2 70.5 77.8 76.5 

International 72.7 84.6 88.6 78.2 83.9 78.7 

White 86.5 87.5 85.1 84.9 86.8 86.3 

Year 3 
Retention 

% 

Black 70.3 77.0 70.7 78.0 73.3 71.3 

Hispanic 70.6 66.7 76.4 72.7 75.0 73.9 

International 72.7 76.9 76.4 72.7 75.0 73.0 

White 85.2 84.3 83.1 82.2 85.4 84.2 

Year 4 
Retention 

% 

Black 63.4 72.7 67.1 70.0 70.0 67.5 

Hispanic 61.8 63.6 76.4 68.2 69.4 69.3 

International 63.6 76.9 81.4 74.7 81.3 70.1 

White 82.0 82.5 81.0 80.4 83.7 82.0 
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Graduation Rates 
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Figure 6. Graduation rates for MSU (2008 data) vs. the national average 
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Figure 7.  Six-year graduation rates for students starting in STEM colleges (2008 Cohort) 
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¶ MSU undergraduate graduation rates in 2008 are higher than the national average for all 
races/ethnicities, as shown in Figure 6. 
 

¶ Figure 7 depicts the 6-year graduation rates, by race/ethnicity, for students starting in STEM 
colleges (including NatSci), for the 2008 cohort. Overall, only 58.2% of the students 
graduate with a degree in STEM (vs 80.7% graduating with any degree at all).  The 
percentage of Black students graduating with a STEM-degree is extremely low at 19.0%, 
with the second lowest percentage being that of Hispanic/Latinx students (47.4%). 

 

¶ Focusing on NatSci, the overall 6-year graduation rates have been consistently high (~77%) 
over the last 10 years. The rates for the 4th and 5th year graduation have been consistent as 
well (Figure 8).   

 

¶ Breaking it down by race/ethnicity, we can see that the 6-year graduation rates cohort show 
a large difference between the white students and the students of color (Table 4). 

 

¶ Figures 9 and 10 compare the 6-year graduation rates, by race/ethnicity, for students 
starting in NatSci for the 2008 and 2011 cohorts. For the 2011 cohort, only 36.7% of the 
students starting in NatSci graduate within the college. From the rest, only 14.3% graduate 
with a STEM degree, 27.2%  graduate with a non-STEM degree, while 21.8% did not 
graduate from MSU. These numbers are very comparible with those of the 2008 cohort. 
 

¶ Comparing for the different races/ethnicities, NatSci retains and graduates very low numbers 
of Hispanic/Latinx (25.5%) and Black (17.1%) (numbers based on the 2011 cohort).   

 

¶ For Hispanic/Latinx and Black students, most of them are absorbed by other non-STEM-
colleges (32.7% and 37.8% respectively), while a third of them donôt graduate from MSU 
(30.9% and 39.0% for Hispanic/Latinx and Black students, respectively; numbers based on 
the 2011 cohort). 

 

¶ For International students, most of them are absorbed by other STEM-colleges (57.1%), 
while 20% donôt graduate from MSU (numbers based on the 2011 cohort). 

 

¶ Figure 11 depicts the NatSci undergraduate graduation rates for the 2003 vs 2013 cohorts, 
by gender.  As shown, female undergraduate students have significantly higher 4-year 
graduation rates for the 2011 cohort, but the gap closes by the 6 th year.
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Figure 8.  NatSci Undergraduate Graduation Rates, 2003 vs. 2013 Cohort 
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Table 4. NatSci Undergraduate Graduation, by Race/Ethnicity

 
 

 
Table ??: NatSci Undergraduate Graduation by Ethnicity 
 

 
Entering Cohort  

2003 2004 2011 2012 2013 10-year Average 

4-Yr 
Graduation 

% 

Black 17.8 12.9 14.6 21.0 16.7 17.8 

Hispanic 17.6 27.3 27.3 29.5 36.1 27.9 

International 36.4 30.8 38.6 39.1 50.9 37.7 

White 54.1 51.9 52.2 51.7 57.8 52.6 

5-Yr 
Graduation 

% 

Black 44.6 50.4 50.0 60.0 --- 49.4 

Hispanic 50.0 48.5 54.5 50.0 --- 52.8 

International 54.5 61.5 72.9 65.5 --- 58.0 

White 76.5 75.1 76.2 75.4 --- 76.2 

6-Yr 
Graduation 

% 

Black 57.4 62.6 58.5 --- --- 57.7 

Hispanic 61.8 60.6 65.5 --- --- 63.3 

International 54.5 76.9 78.6 --- --- 63.1 

White 80.4 79.6 80.0 --- --- 80.0 

 
 
 
Table ??: NatSci Undergraduate Persistence by Ethnicity 
 

 
Entering Cohort  

2003 2004 2011 2012 2013 10-year Average 

Year 1 
Retention 

% 

Black 83.2 92.8 85.4 85.0 87.8 87.2 

Hispanic 82.4 78.8 80.0 90.9 80.6 86.1 

International 72.7 84.6 91.4 89.7 94.6 86.3 

White 91.5 91.8 89.6 88.6 92.3 90.6 

Year 2 
Retention 

% 

Black 73.3 85.6 74.4 78.0 74.4 76.0 

Hispanic 76.5 69.7 78.2 70.5 77.8 76.5 

International 72.7 84.6 88.6 78.2 83.9 78.7 

White 86.5 87.5 85.1 84.9 86.8 86.3 

Year 3 
Retention 

% 

Black 70.3 77.0 70.7 78.0 73.3 71.3 

Hispanic 70.6 66.7 76.4 72.7 75.0 73.9 

International 72.7 76.9 76.4 72.7 75.0 73.0 

White 85.2 84.3 83.1 82.2 85.4 84.2 

Year 4 
Retention 

% 

Black 63.4 72.7 67.1 70.0 70.0 67.5 

Hispanic 61.8 63.6 76.4 68.2 69.4 69.3 

International 63.6 76.9 81.4 74.7 81.3 70.1 

White 82.0 82.5 81.0 80.4 83.7 82.0 
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Figure 9. Six-year graduation rates for students starting in NatSci, 2008 and 2011 Cohorts, 

percentages of degrees in STEM and non-STEM colleges 
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Figure 10. Six-year graduation rates for students starting in NatSci, 2008 and 2011 Cohorts, 

percentages of degrees in NatSci, other STEM-colleges, and non-STEM colleges 
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Degree Conferrals 
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Figure 12. NatSci Degrees Conferred by Race/Ethnicity for 2017-18 academic year 
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Figure 11. NatSci Undergraduate Graduation Rates, 2003 vs. 2013 Cohort 
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¶ The NatSci degrees conferred by race/ethnicity for the 2017-2018 year reflect the 
diversity differences in population between the graduate and undergraduate students at 
the college. The undergraduate population is much more diverse than that of the 
graduate students regarding the race/ethnicity of the domestic students. However, the 
NatSci graduate student population includes a larger number of international students 
(Figure 12). 

 

¶ As shown in Figure 2, women are the majority of the undergraduate population (56.2% 
for the 2017-18 cohort), while they are the minority of the graduate students (38.8%) for 
the 2017-18 cohort). The overall level of degree conferrals by men and women reflect 
the composition of the corresponding undergraduate vs. graduate student populations 
(Figure 13). At the baccalaureate level, for the 2017-18 year, 55.5% of the graduates 
were women, while the corresponding number for PhD degrees is down to 46%. 

 

 

 

  

Figure 13. NatSci Overall degrees Conferred by Gender, 2007-08 vs. 2017-18 

academic year 
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Ability 

 
According to MSU Office for Inclusion and Intercultural Initiatives diversity report for 2016-2017, 

there are various types of permanent disabilities represented throughout campus, between both 

MSU students and employees (Office for Inclusion and Intracultural Initiatives, 2018, p. 9). 

Although detailed numbers for NatSci are not available at this point, NatSci serves 187 students 

with disabilities who have declared a major within the college by Spring 2018, according to data 

from the Resource Center for Persons with Disabilities, which represents 12% of the population 

of students with disabilities at MSU (M. Hudson, personal communication, October 1, 2018).  

Salaries 

 

There is not a large difference in the salary range between men and women employees in 

NatSci for the 2017-2018 academic year (Figure 14). The largest difference is between male 

and female non-academic staff, where, on average, menôs salaries are ~$80,000 while womenôs 

salaries are ~$55,000. (Considering this employeesô category includes people of different ranks 

and seniority, this large gap might be an artifact.)  
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Figure 14.  Average salaries for NatSci male vs. female employees of various 

groups for the 2017-2018 academic year 
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Future Data Collection Recommendations 

 

The information gathered and reviewed in this report is just a starting point and it does not 

provide a full audit of NatSciôs diversity.  Below is a list of recommendation for future data 

collection to get an even more in-depth review of where the college stands. 

 

Faculty and Staff 

¶ Ability data regarding faculty and staff within NatSci 
¶ Employee gender data beyond binary gender categories 

Students 

¶ Ability data regarding students within NatSci 
¶ Transfer student headcounts, persistence rate, graduation rate, and degree conferrals 

by gender and race/ethnicity, together and separately. 
¶ Undergraduate major by gender and race/ethnicity distribution 

¶ Comparison of gender and race/ethnicity data between the biological and physical 
sciences for undergraduate and graduate students 

¶ Student gender data beyond binary gender categories 

Department Inclusive Initiatives  

 

In order to asses NatSci departmental and program efforts on diversity, equity, and inclusion 

(DEI), the task force examined departmental/program websites and reached out to 

chair/program directors via email. Specifically, we inquired as to what current or planned 

endeavors they had in regard to DEI initiatives. Only 8 out of the 27 departments/programs 

responded to our email request. Examination of departmental/program websites and email 

inquiries (or results garnered from contacting individual departments/programs) yielded the 

following: 

  

Website 

Resources or 

Links 

DEI Policy or 

Statement 

DEI Committee 

or Officer Other* 

Departments 

(n=11) 4/2 2/3 1/3 1/1 

Programs 

(n=15) 4/2 1/2 0/1 4/1 

College of 

Natural 

Science 

1 

 

1 

 

1 

 

0/1 

 

# existing / # under development 

*Other: includes (but is not limited to) seminar series, tenure policies, etc.  
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Detailed efforts by department and programs are included in Appendix D.  

 

Most departments/programs contacted, that did not have existing or developing initiatives, 

indicated that they were waiting for the task force report to formally implement recommended 

additions/changes to their DEI initiatives and policies.  

Council on Diversity and Community (CDC) Initiatives 

Held from Spring 2014-Spring 2018, the Pathways to Science speaker series was designed to 

bring distinguished speakers from various STEM disciplines and various backgrounds to MSU 

to share their experiences. In addition to giving a scientific talk within the host department, each 

invited speaker gave a "Pathways to Science" seminar, describing their experiences through 

their careers during a meeting/luncheon with graduate students and postdocs. Each seminar 

was co-hosted by NatSci and one of the units. 

 

Over the last two years, the CDC has organized several diversity and inclusion workshops and 

trainings to address equity issues within the college. In Spring 2016, the CDC hosted a 

workshop series called Towards Racial Equity: Creating a More Inclusive Science Community, 

which included three workshops: (1) supporting and advocating for students of color within the 

lens of Critical Race Theory; (2) exploring group identity, privilege, and oppression; and (3) 

improving mentoring opportunities and addressing the career needs of MSU faculty of color. 

The CDC also organized a STEM Teaching Essentials Workshop in February 2017 for faculty, 

advisors, and graduate students from the STEM colleges, called Learning Narratives from 

Students of Color in STEM Classrooms (video link: https://goo.gl/6fwc3a). The workshop, which 

was well-attended (45 participants) and well-received (rated 9.44 out of 10), demonstrated 

interest in this type of training within the college. In October 2017, the CDC held a follow-up 

training called, Creating an Inclusive STEM Classroom: Strategies and Skills Development, 

which included practice scenarios to help participants develop skills to handle bias incidents, 

microaggressions, and discrimination that occur in classrooms. Participants expressed a desire 

for more skill-building workshops to discuss practical solutions for these types of incidents.  

 

Additional CDC accomplishments included drafting letters in response to the 2016 presidential 

election and the Muslim travel ban, which then Dean Jim Kirkpatrick shared with students and 

faculty, as well as organizing a screening of the Migrations of Islam documentary in March 

2017, followed by a discussion with the producer, Salah D. Hassan, and director, Swarnavel 

Pillai. In February 2017, the CDC partnered with the Office of Inclusion and Intercultural 

Initiatives, Lyman Briggs College, and the Charles Drew Science Scholars program to 

coordinate a Brave Space for the campus community to reflect and connect with one another on 

stressful and contentious issues. The CDC also created the STEAM4DIVERSITY listserv in 

October 2016 to disseminate diversity and inclusion information, events, and resources for the 

entire MSU community.  

  

More recently, at the suggestion of the CDC, NatSci participated as a sponsor for Tarana 

Burkeôs April 2018 campus presentation on the #MeToo movement. The CDC also arranged for 

https://goo.gl/6fwc3a
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the college to cover the costs of six CDC members and two Deanôs office staff members to 

attend the February or July 2018 MSU Extension two-day Multicultural Self-Awareness 

workshop, led by Dionardo Pizaña and Karen Pace, which focused on understanding 

differences and raising awareness of prejudice, discrimination, and oppression. In Spring 2018, 

the CDC worked with Jessica Garcia, from the Office of Inclusion and Intercultural Initiatives, to 

host the Understanding Implicit Bias Certificate program for participants within NatSci. 

 
During fall 2018, a new presentation series was started called Diversity in STEM, focusing on 

hosting a local MSU speaker each semester. Speakers are invited to give a research talk 

related to diversity-issues within STEM, as well as an evening talk open to community 

members. Speakers will also hold an informal lunch with undergrads and evening reception with 

graduate students and postdocs. The Fall 2018 speakers were Dr. Apryl Pooley and Tashmica 

Torok. 

Current NatSci Hiring Practice to Increase Faculty Diversity 

 

NatSci Faculty Excellence Advocate, Cynthia Jordan, 

meets with all search committees in the college that 

are seeking to fill positions for tenure-track faculty, 

fixed-term faculty, or academic specialists who will fill 

ñcontinuingò positions (often with a teaching and/or 

advising emphasis). Search committees are required 

to meet with the FEA and establish an FEA-approved 

process prior to ad posting. This FEA-approved 

process includes multi-stage evaluation criteria, 

narrative of the search process and interview 

questions. Committees have the option of submitting 

interview questions for approval at the time a 

candidate short list is submitted for approval.  

 

All search committee members are required to attend 

this initial meeting with the FEA regardless of prior ñtraining.ò Remote attendance is acceptable 

but is currently limited to one member per meeting. Goals of the meeting are to solicit 

conversation around four points of emphasis: 1) Best search practices (Members are asked to 

talk about what they think are best practices, and what has worked or not worked in the past);  

2) Discuss diversity, including its meaning and value and why it is a challenge; 3) Conflict of 

interest (COI), including what constitutes a COI between search committee members and 

candidates and what is the appropriate course of action should a COI arise; 4) Implicit bias, how 

it affects our judgement, and how the human brain is actually wired for bias (see visual illusions 

below) as part of its normal function, and how this results in everyone being biased.  

 

 

 

Well, it looks like our posting 

may have been too narrowly 

focused. I am not sure the 

diversity plan is working. 








































































































