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RESULTS

Undergraduate Psychology Students
Response Rate: 40%, n = 369

White: n = 261, People of Color: n =99
Graduate Psychology Students
Response Rate: ~45%, n = 41

White: n = 28, People of Color: n =11
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TASK FORCE DEVELOPMENT

Strong need for change

iIn department and
community

Students ~_ Response to BLM and police brutality

Student-Led
Change

This task force stemmed from a process
group held for students and faculty in June
2020 In the midst of heightened
conversations about police brutality and
Black Lives Matter protests. Students and
faculty discussed the role of higher education

Faculty
Response

Students expressing concerns
regarding microaggressions

Great desire among graduate

and psychology In social justice Initiatives.

After this meeting, the department developed
a task force to focus on racial justice and
Issues related to diversity (broadly defined),
equity, accessibility, and inclusion.

The task force surveyed undergraduate and
graduate psychology students in the 2021-
2022 academic year to assess their
perceptions and needs related to the
department’s racial and general climate.

MEASURES

Perceptions of the racial climate were
assessed using three approaches: one-item
self-report, semantic differential scales, and a
Likert scale created by the task force.

Students’ experiences related to diversity,
equity, and inclusion were assessed using
items gauging the frequency with which they
have heard racial microaggressions or
derogatory remarks from other students,
faculty, or staff, and the frequency with which
they have been graded unfairly or
discouraged because of their racial identity.

Engagement and experiences In
coursework, research, advising, and teaching
were assessed with Likert scale items.

Open-ended questions probed students’
thoughts on key actions related to racial
diversity, equity, and inclusion and invited
grad students to anonymously share specific
Instances of prejudice or discrimination.

Undergraduates

Create needs
assessment

Hold focus groups for
students of Color

Compile data

Present data to faculty
and students

Create needs
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graduate students

students to create change within the

Graduate Students

Create needs
7
assessment

Compile data for
distribution

Distribute data to the
graduate students and
faculty

Hold townhall meeting
with faculty and
students

Create ongoing change

in classrooms and
department
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Work in
conjunction
with faculty

department and university

ldentify Issues

Examine responses
from both needs
assessments

Discuss findings with
graduate students

Recognize need for
greater diversity in
department

Find funding to bring in
speakers in to discuss
DEAI

Recognize the needs of
the department must
be addressed at every

level (staff to classes)

"Faculty need additional training on what is
considered a microaggression and what NOT to say
to minority students. It is already hard to be a
minority student in higher education because there
are so few of us, that being microaggressed and put

down by faculty makes it extremely discouraging
and difficult to finish the program.”

Create Change

Include students in
hiring decisions

Edit syllabi and course
content to discuss DEAI
related concerns

Hold faculty focus
groups to address
needed change

Create ongoing
department wide
townhall discussions to
continue conversations

Develop/attend faculty
trainings to continue
DEAI education

Color report less satisfaction with the racial
climate and feel the department is less
responsive to racial issues. They are less
likely to feel that the psychology advisor can
relate to their iIssues and background, and
they withess more frequent racial
microaggressions and derogatory remarks.

The most common suggestions for improving
DEAI in the Psychology Department were to
talk about it more, provide racial diversity
training for faculty, hire more racially diverse
faculty, and reduce structural inequalities and
power imbalances.

Most undergraduate students expressed that
the psychology department is doing a good
Jjob on issues of racial diversity, equity,
accessibility, and inclusion.

Graduate students reported examples of
racism, sexism, homophobia, transphobia,
ableism, and sexual harassment, as well as
dismissiveness and invalidation from faculty.

. Results were presented to faculty and

students, and two townhalls were held.

. Students and faculty on the task force

collaboratively implemented changes:
developing a long-term diversity plan,
providing DEAI trainings to students and
faculty, addressing sexual harassment and
Title IX concerns, and increasing support for
graduate student instructors.
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