
Welcome
HR  Community  Meeting



HR2020  Strategic  Priorities

1.Build  a  strong  HR  community  throughout  IU

2.Enhance  customer  service  and  process  efficiency

3.Promote  and  improve  employee  engagement



HR2020  Work  Completed  to  Date
1. Designed  HR  Delivery  Model  for  IU

2. Organization  Design  &  Restructure  – HR  Operations

3. Organization  Design  &  Restructure  – COEs

4. New  Employee  Orientation  – Phase  1

5. HR  Community  Meetings

6. Talent  Acquisition  Rapid  Redesign  Workshop

7. My  Voice  @  IU  Engagement  Survey  Launch  

8. askHR Customer  Care  Center  Roll-­Out

9. Launch  Campus  Specific  HR  Community  Meetings



Current  HR2020  Initiatives
1. Job  Framework  Redesign

2. My  Voice  @  IU  – Results  and  Action  Planning

3. IU  Competency  Development

4. Talent  Acquisition  – Implementing  Rapid  Redesign  Priorities

5. HR  Business  Partner  Development  Program

6. New  Employee  Orientation  – Phase  2  (Consistency  on  All  Campuses)

7. HR  Metrics

8. Diversity,  Equity  and  Inclusion  – HR’s  Role

9. Manager  Development  Program



Today’s  Agenda
• Keynote  Address:    Dean  Idie Kesner

• Creating  a  Culture  of  Diversity  &  Inclusion:  Perception  vs.  Reality

• MyVoice@IU

• Panel  Discussion:  A  Frank  Discussion  of  Diversity  at  IU

• Vice  President  James  Wimbush

• Anne  Mitchell

• Natalia  Rayzor

• Competencies  at  IU

• Keynote  Address:  Demetria  Miles-­McDonald

• Diversity  in  Business:  A  Spotlight  on  Intersectionality



Hold  the  Date!

October  25,  2018
Indianapolis



Wi-­Fi

mccguest
No  Password  Required



Idie  Kesner
Dean,  Kelley  School  of  Business  

Creating  a  Culture  of  Diversity  &  
Inclusion: Perception  vs.  Reality



Break



MyVoice@IU



Lunch  Break
11:30-­12:30



A  Frank  Discussion  of  Diversity  at  
Indiana  University

IU  Human  Resources



A  Frank  Discussion  of  Diversity  at  Indiana  University  

James  Wimbush,  Vice  President  For  
Diversity,  Equity,  and  Multicultural  Affairs  
and  Dean  of  the  University  Graduate  
School

Anne  Mitchell,  Director  of  the  Office  of  
Equal  Opportunity  at  IUPUI  and  Deputy  
Title  IX  Coordinator

Natalia  Rayzor,  Employee  Development  
Officer  for  IU  Credit  Union  and  Adjunct  
Faculty  at  the  Indiana  University  School  of  
Public  &  Environmental  Affairs



The  Case  for  HR’s  Involvement
SECTION  1



INDIANA  UNIVERSITY

IU  HR’s  Battle  Cry:  Employee  Engagement

THE  CASE  FOR  HR’S  INVOLVEMENT

We’re  the  biggest  employer  in  the  state  of  Indiana.  So  what?  We  want  to  be  
the  employer  of  CHOICE.  – Suzanne  Ryan

• All  of  our  ‘re-­designs’  serve  one  ultimate  purpose:

To  create  a  culture  laser  focused  on  employee  engagement.

• Engaged  Gallup  to  lead  our  testing  and  engagement  training



INDIANA  UNIVERSITY

We’ve  Thought  of  Everything…  Right?

THE  CASE  FOR  HR’S  INVOLVEMENT

• Compensation

• Talent  Acquisition

• Engagement  Training

• Core  Competency-­ “Values  Differences”

• Disregarding  Diversity=MISTAKE



INDIANA  UNIVERSITY

Diversity,  Inclusion  and  Engagement

THE  CASE  FOR  HR’S  INVOLVEMENT

1. Research  has  shown  that  companies  who  disregard  diversity  as  a  
component  of  their  business  strategy  have  a  higher  percentage  of  
disengaged  workers  (Anand,  2013).

2. Diversity  doesn't  guarantee  an  inclusive  culture  (Riffkin &  Harter,  2016).



INDIANA  UNIVERSITY

What  Are  We  (Employees)  Modeling?

THE  CASE  FOR  HR’S  INVOLVEMENT

1. Reports  are  showing  more  racial  segregation  in  American  schools  than  in  decades

– NBC  News:  Public  Schools  Becoming  More  Racially  Segregated:  Report

– LA  Times:  America  is  more  diverse  than  ever  before,  but  its  schools  are  growing  more  segregated

– Vox:  The  data  proves  that  school  segregation  is  getting  worse

– Washington  Post:  Report:  Public  schools  more  segregated  now  than  40  years  ago

2. At  a  time  when  diversity  was  never  more  important,  our  students  are  growing  up  in  
environments  where  they  are  less  and  less  likely  to  interact  with  “others”

3. Opportunity  for  TRUE  Higher  Education



INDIANA  UNIVERSITY

What  Role  Can  HR  Play?

THE  CASE  FOR  HR’S  INVOLVEMENT

1. The  tools  Human  Resources  departments  traditionally  employ  to  correct  bias  
and  increase  diversity  don’t  always  function  the  way  we  hope  they  will:

– Diversity  Training-­ can  sometimes  even  activate  bias  or  spark  a  backlash

– Hiring  Tests/  Performance  Ratings/  Grievance  Procedures-­ often  misused  or  simply  
less  effective  than  intended

2. Research  has  shown  what  is  working  and  what  isn’t-­ we  want  to  PARTNER  
with  DEMA/AA  other  areas  to  find  what  we  can  do  to  help

3. Catherine  Zeta-­Jones  



The  DEI-­HR  Initiative
Project  Charter  Objectives  

-­ Need  to  clarify  HR’s  role  in  Diversity,  Equity  and  Inclusion  
(including,  but  not  limited  to  recruitment  and  training)  to  
help  address  CULTURE

-­ Provide  support  to  ongoing  efforts  on  this  topic,  eliminate  
duplicate  or  competing  efforts

-­ Ultimately,  increase  engagement  and  retention  



Looking  Forward:  Clarify,  Analyze,  Build

3  Project  Phases:  

1. Develop  a  report  clarifying  “Who’s  doing  what”  
throughout  the  University  (Due  July  2nd)

2. Conduct  a  Gap  Analysis  to  determine  where  we  are  vs.  
where  we  want  to  be  (September  2018)

3. Bridge  the  Gap:  Develop  tools,  programs,  processes,  
determine  HR’s  plan  forward,  ongoing  measurements  
(December  2018)



INDIANA  UNIVERSITY

ESE  NE  TEKREMA
“The  teeth  and  the  tongue”

Conclusion:



Resources  

How  Diversity  and  Inclusion  Drive  Employee  Engagement
http://www.diversityinc.com/diversity-­management/how-­diversity-­and-­
inclusion-­drives-­employee-­engagement/

Harvard  Business  Review:  Why  Diversity  Programs  Fail
https://hbr.org/2016/07/why-­diversity-­programs-­fail

Using  Employee  Engagement  to  Build  a  Diverse  Workforce
http://news.gallup.com/opinion/gallup/190103/using-­employee-­engagement-­
build-­diverse-­workforce.aspx



Competencies



Break



Demetria  Miles-­McDonald
Founder  and  CEO  DecideDiversity  

Diversity  in  Business:  A  Spotlight  on  
Intersectionality



A Spotlight on Intersectionality

Demetria Miles-McDonald
Founder & CEO
Decide Diversity

Diversity in Business



Imagine This



RaceGender
Identity

Ethnicity Sexual
Orient.

Age

Disability

Veteran
Status

Diversity Today: How? Where? Why?



Change is Necessary!



Intersectionality
What is it?



Intersectionality

Occurs when a person identifies 
with two or more minority, 
oppressed, or marginalized 

groups. 



Early Research

African American (usually man) + Woman (usually white) 

= African American Woman



Early Research

African American (usually man) + Woman (usually white) 

= African American Woman



Recent Developments

People with 
intersectional 

backgrounds have 
unique experiences 

that cannot be 
explained like a math 

equation



Periodic Table of Elements



Periodic Table of Elements
H2O





Rosa Parks
(BlFeElMrLoHs)



Rosa Parks
(BlFeElMrLoHs)



Oprah Winfrey
(BlFeSaNpSUpOgBa)



Oprah Winfrey
(BlFeSaNpSUpOgBa)



Muhammad Ali
(BlMaSaNvMrIsPh)



Muhammad Ali
(BlMaSaNvMrIsPh)



Stephen Hawking
(WhMaSaBoAtPhPdOo)



Stephen Hawking
(WhMaSaBoAtPhPd)



Privilege & Oppression
Privilege- A special advantage, immunity, permission, right, or benefit granted to or 

enjoyed by an individual or class. It is often invisible to those who possess it. This 
advantage is then exercised to the exclusion or detriment of others.

Oppression- the exercise of authority or power in a burdensome, cruel, or unjust 
manner



Mythical Norm



What’s Your Diversity Formula?



Demetria
Bl3FeSaSu2GyNp2Mr2MiCh5Ms



Demetria
Bl3FeSaSu2GyNp2Mr2MiCh5Ms



Demetria
Bl3FeSaSu2GyNp2Mr2MiCh5Ms



Demetria
Bl3FeSaSu2GyNp2Mr2MiOgMs



What’s Your Diversity Formula?



Why 
Intersectionality?



Going Backwards
• 24 Women CEOs of Fortune
500 Company
• 4 Women of Color CEOs of 
Fortune 500 Companies
• 3 Black Men CEOs of Fortune
500 Companies
• 0 Black Women CEOs of
Fortune 500 Companies
• Black men and women
occupy just 6.7% of the 16.2 
million manager roles



Diversity of Thought



Intersectional Diversity

Intersectional 
Diversity Experiences Diversity of 

Thought



Meet Sojourner Truth
BlFeSaOwBoMrOcLt

• Born into slavery in 
New York

• Escaped from 
slavery in 1826 at 
age 29

• Spoke out against 
slavery

• Delivered “Ain’t I A 
Woman” speech at 
the Women’s Rights 
Convention in 1851



Meet Donna
BlFeStExBoMrBbCh

• Director of Training 
and Development

• Grew up in Harlem
• Solved her 

organization’s hiring 
problem



Meet Tiffany
AsFeStSuMrBoOoMtGx

• Senior HR Leader
• Born in the 

Philippines
• Raised at least 

$100,000 for non-
profit organizations



Not One Point of Origin



How To 
Incorporate

Intersectionality!



Incorporating Intersectionality
Get Curious!



Incorporating Intersectionality
Guess the millennial who fits the stereotype!



Incorporating Intersectionality
Help people turn their marginalization into power!



McKinsey & Co. Reports

Gender diversity in the executive
Team and board correlates with
Stronger profitability.

Likelihood of financial performance above
National industry median %

Why Diversity Matters & Delivering Through Diversity



“The ultimate measure of a man is not where he stands in 
moments of comfort and convenience, but where he 
stands at times of challenge and controversy.” –Dr. 

Martin Luther King Jr.



Incorporating Intersectionality
Be a Disrupter, not a Diversity Expert!

Genocide

Violence: 
Hate Crimes

Calls for Violence: 
Slurs

Discrimination: Profiling

Veiled “isms” & Phobias: Lack of 
accessibility 

Minimization: “There’s only one race, 
the human race”

Indifference: Not challenging norms

Adapted from the Pyramid of White Supremacy
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Genocide

Violence: 
Hate Crimes

Calls for Violence: 
Slurs

Discrimination: Profiling

Veiled “isms” & Phobias: Lack of 
accessibility 

Minimization: “There’s only one race, 
the human race”

Indifference: Not challenging norms

Adapted from the Pyramid of White Supremacy

“In a pyramid, every brick 
depends on the ones below 

it for support. If
the bricks at the bottom are 

removed, the whole 
structure comes tumbling 

down.”

Be a Disrupter, not a 
Diversity Expert!



Intersectionality 
=

Game Changer!




