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Voice Subcommittee Report 

CAMPUS-BASED ADVOCACY AND REFORM RELATED TO RACE AND EQUITY 

 

 As we consider issues of race and reconciliation at TCU, it is important to remember that 

things that occur on our campus are part of the broader context of higher education writ large. As 

colleges and universities draw together diverse students, staff, and faculty, they are more than a 

reflection of society. Indeed, they are often perched at the cutting-edge of social change, 

particularly as they adapt to serve the needs of students coming of age and looking forward to 

careers and lives that will extend decades into the future. At their best, institutions of higher 

education provide models of racial equity and social justice that both meet the needs of their 

students while piloting new programs and policies, implementing structural changes, and 

advancing new modes of research and learning that stretch the boundaries of knowledge and 

education for the betterment of all. 

 Because TCU is not alone in its endeavors, we can learn from the experience of how 

other schools have responded to challenges from minoritized students and community members. 

 

The Importance of Representation, Dialogue and Engagement 

 

 The modern era of student of color activism can be traced to the 1960s, as students 

played a central role in the struggle for civil rights through campaigns like the Freedom Rides 

and Mississippi Summer through organizations such as the Congress of Racial Equality and 

Student Nonviolent Coordinating Committee. Campaigns to change conditions on campus 

accelerated during the 1960s and 1970s, as students pushed for admission and hiring of 
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underrepresented minorities, academic programs centered on race/ethnicity, and an end to 

exploitative redevelopment or policing practices toward surrounding communities.  

 In many cases, these student activists were met with resistance from administrators and 

faculty, who feared yielding control of academic decision-making and warned that meeting 

student demands would lower academic standards. As a result, the earliest Black and Ethnic 

Studies departments, programs, and student/cultural centers were often the result of 

confrontational student protests or were set up as pilot programs. By the 1980s and 1990s, many 

of these programs and departments had become vital essential components of the curricular and 

co-curricular mission of colleges and universities. Disproving the naysayers, African American 

and underrepresented minority scholars and fields of study exhibited a growing impact on many 

fields of scholarship that had long ignored or distorted issues of race and racism. Higher 

education leaders further recognized the need to shed the “ivory tower” mentality by engaging 

and serving diverse publics as central to their missions. 

 

Recent Waves of Student Activism 

 

 Despite this progress, colleges and universities entered the 21st century with an uneven 

record on issues of race and equity, including instances of regression from prior advances. Over 

the past decade, there have been two waves of student protest overlapping with the national 

Black Lives Matter movements following the death of Michael Brown in Ferguson (2014) and 

George Floyd in Minneapolis (2020). The most common problems they have highlighted can be 

grouped under the following categories: a) continued exclusion or underrepresentation of Black 

and nonwhite students, faculty, and administrators; b) hostile campus climate (ranging from hate 
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crimes to microaggressions) and insufficient spaces to promote racial/ethnic diversity and 

inclusion; c) the impact of institutional racism and white privilege on teaching and co-curricular 

programs, reflecting systemic inequity rooted in historical patterns of oppression and 

unexamined bias; d) the relationship of universities to societal injustice, including antiblack and 

racial bias exhibited by campus police or the disparate impact of university investments in 

corporations tied to prisons and mass incarceration; and e) monuments and commemorations for 

historical persons tied to racism or the Confederacy. 

 

Exhibits: Demands from 86 campuses associated with the Black Liberation Collective can be 

found here: http://www.blackliberationcollective.org/our-demands 

Timeline of student activism and events leading to resignation of University of Missouri 

president in 2015: https://www.cnn.com/2015/11/09/us/missouri-protest-timeline/index.html 

 

 Perhaps the most visible campaign by Black students and antiracist allies took place at 

the University of Missouri-Columbia during 2015-16 after a year of nationwide protests 

(including on-field “Hands Up, Don’t Shoot” displays by St. Louis Rams players) following the 

police murder of Michael Brown and a string of bias incidents on campus. The student group 

Concerned Student 1950 issued a set of demands that included calls for: 

• the removal of the UM system president for failure to address “white privilege” and 

“systems of oppression”; 

• “mandatory” and “comprehensive racial awareness and inclusion curriculum throughout 

all campus departments and units 

• increased Black staff and faculty 

http://www.blackliberationcollective.org/our-demands
https://www.cnn.com/2015/11/09/us/missouri-protest-timeline/index.html
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• a 10-year plan to “increase retention rates for marginalized students, sustain diversity 

curriculum and training, and promote a more safe and inclusive campus” 

• enhanced, culturally-competent mental health and wellness counseling 

• “increased funding, resources, and personnel for the social justice centers on campus” 

The Missouri campaign demonstrates the increasing role of student-athletes in social 

justice movements. After the administration met with student activist representatives but 

declined to meet their demands, Missouri graduate student Jonathan Butler began a hunger strike 

and vowed to continue “until either [President] Tim Wolfe is removed from office or my internal 

organs fail and my life is lost.” Butler’s actions prompted escalated student protests and boycotts, 

including Black football players vowing not to practice or play, that resulted in Wolfe’s 

resignation. 

 

TCU Student Demands 

 

As this report has documented, TCU students and their allies have organized on multiple 

occasions to call for improvements to academic, co-curricular, student, and residential life on 

campus. They have raised alarm about bias incidents, white supremacist flyers on campus, police 

brutality, historical underrepresentation, and ongoing structural inequities. Frequently, they have 

expressed anger and frustration with what they have perceived to be slow, inadequate, or 

insensitive responses to their demands and concerns. In many cases, these student campaigns 

have been directly connected or indirectly inspired by broader social movement organizing 

within the region and nation. This section focuses on an example of demands voiced most 

recently at TCU. 
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During the 2019-20 academic year, the Coalition for University Justice and Equity 

(CUJE) organized campus protests, sought public support, and collected over 1,800 signatures of 

support. CUJE released a set of demands with a call for written commitments from the TCU 

administration by February 12, 2020. The coalition vowed to continue its protests until its 

demands were met. Over one hundred TCU faculty followed up with an open letter to the TCU 

community and call to action to “Stand with TCU Students, Faculty, and Staff of Color.” 

The CUJE demands included the following: 

• Removal of the founder’s statues and replacement with a plaque acknowledging their 

participation as Confederate soldiers in the Civil War. This matter has been addressed in 

a prior section of the report. 

• A cross-cultural student center with a dedicated staff, funding, technological support, 

eateries, and office and programming space on campus. The center’s primary purpose 

would be supporting historically marginalized students, including separate offices for 

each distinct group. CUJE called for the center to be named in honor of Fred Rouse in 

order “to commemorate his life and publicly acknowledge the violent lynching in which 

TCU faculty and students partook and supported in 1921.” The report has addressed the 

historical concerns related to the lynching of Mr. Rouse in a separated section. Below, we 

provide examples of centers which could be examined as models in the DFW region and 

other parts of Texas. 

• Concern about discrimination and climate issues, including transparent reporting for Title 

IX and civil rights complaints, as well as zero-tolerance sanctions against hate speech and 

propaganda. 
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• Commitment to increase faculty diversity through cluster hires across the university and 

additional tenure-track faculty hires in Comparative Race and Ethnic Studies and Women 

and Gender Studies. Below, we provide an example of a long-term process of 

institutional reform carried out in a systemic manner to remedy discrimination, promote 

an inclusive climate, and enhance faculty diversity and equity. 

• Addition of two voting members to the Board of Trustees for a graduate and an 

undergraduate student from historically marginalized backgrounds. We recommend that 

the Board of Trustees take this request under consideration and respond. 

• Other demands named include the following, which are beyond the scope of this report 

but should be addressed in future work of the RRI, including best practices for nonbinary 

and trans students; publication and continued conduction of climate surveys; new 

accessibility standards for students with disabilities; increased financial support for 

historically marginalized and vulnerable students; oversight of the DEI-core requirement 

by CRES and WGST; inclusive practices for the first-year experience programs, campus 

entertainment, and student government. 

 

Exhibits: Coalition for University Justice and Equity Demands to Chancellor Boschini, Provost 

Dahlberg, and the Texas Christian University Board of Trustees: 

https://cujenow.weebly.com/demands.html 

“Call to Action: Stand with TCU Students, Faculty, and Staff of Color” 

https://docs.google.com/forms/d/e/1FAIpQLSd6tiSAmjE0oMT0v6Ly3KAA4Szhyp4SbQhOGX

SFGf0HmWPxjw/viewform 

 

https://cujenow.weebly.com/demands.html
https://docs.google.com/forms/d/e/1FAIpQLSd6tiSAmjE0oMT0v6Ly3KAA4Szhyp4SbQhOGXSFGf0HmWPxjw/viewform
https://docs.google.com/forms/d/e/1FAIpQLSd6tiSAmjE0oMT0v6Ly3KAA4Szhyp4SbQhOGXSFGf0HmWPxjw/viewform
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Examples of Cross-Cultural Centers in DFW and Texas Universities 

 

Many universities in the region and state house cross-cultural or multicultural centers that 

address some or many of the concerns that TCU students have voiced. In this section, we 

provided an overview of the size and scope of some of these centers, which could be studied 

more closely as potential models for TCU. 

The Multicultural Center at UT-Dallas is open five days a week from 8:30am to 6pm on 

Monday-Thursday and 8:30am to 5:00pm on Friday. The center is run by six professional staff, 

including the assistant vice president of multicultural affairs/director, three assistant directors 

(diversity education; programs and marketing; and student success and outreach), and two 

coordinators (diversity education; cultural programs and events), as well as nine student workers. 

The physical space holds a lobby, TV lounge, kitchen, study room, computer lab, and conference 

room.  

The University of North Texas’s Multicultural Center is over twenty-five years old. 

Located in the University Union, it is staffed by a director, administrative coordinator, two 

general student services coordinators, and a Latinx student service coordinator, plus three student 

assistants. Its mission reads: “The center is committed to cultivating a campus environment 

where people of all identities and experiences can thrive. It fosters the success and awareness of 

historically underrepresented student populations with an emphasis on disability, ethnicity, 

gender, interfaith, race and sexual orientation. The Center’s programs and activities are 

developed to increase the awareness, understanding, and intersectionality of the various identities 

in the UNT community.” 
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SMU has an Office of Multicultural Student Affairs with a director, assistant director, 

and coordinator/residential community director. In addition, SMU has a Women & LGBT 

Center. Rice University has a Multicultural Center. 

UT-Austin has a Multicultural Engagement Center with a conference room, common 

space, lounge, computer lab, and lending library. Its programs include advising, social justice 

education, and high school outreach. The center staff includes a director, two assistant directors, 

a student program coordinator, and a senior administrative associate. Finally, it houses six 

student-staffed agencies that provide education and support services: Afrikan American Affairs 

(AAA), Asian Desi Pacific Islander American Collective (ADPAC), Latinx Community Affairs 

(LCA), Native American and Indigenous Collective (NAIC), Queer & Trans People of Color 

Agency (QTPOCA), and Students for Equity and Diversity (SED)  

 

A Case Study of Institutional Reform at UCLA 

 

 In response student activists issuing demands at dozens of campuses, many university 

leaders have issued statements of concern, commissioned new studies and task forces, and 

implemented varying levels of new programs and reforms. There are, however, few examples of 

a university overhauling its administrative structure and priorities in response to institutional 

racism and bias, as has occurred at the University of California, Los Angeles. 

 The problems with racism that erupted at UCLA were blatant and severe. For example, in 

2012, a faculty group called on the chancellor to redress persistent “racial bias, discrimination 

and intolerance at the university.” in July 2013, UCLA medical school professor and surgeon, 

Dr. Christian Head, settled a racial discrimination lawsuit for $4.5 million. Dr. Head had been 
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subjected to a slide show in which he was depicted as a gorilla being sodomized by the 

department chair. In November 2013, Black students produced a viral YouTube video “The 

Black Bruins” exposing the severe underrepresentation of Black students on campus that has 

made diversity and inclusion central to its reputation as one of the world’s leading universities. 

That same month, David S. Cunningham, a prominent African American county judge and 

former president of the Los Angeles Police Commission, reported being racially profiled and 

physically abused, when he was stopped, handcuffed, and cited by campus police.  

 UCLA’s senior leadership commissioned an independent, “Blue-Ribbon Committee, 

chaired by retired judge Carlos Moreno—with 10 years of experience on the California Supreme 

Court plus 13 years as a federal district court—to study “ongoing diversity challenges.” The 

initial report on bias and discrimination involving faculty was released in October 2013. 

Exposing shortcomings in institutional leadership, its recommendations included standardized 

procedures to investigate discrimination, new and enhanced educational and training programs, 

and a single “Discrimination Officer” with a fully resourced office to oversee reforms and 

progress. 

 In January 2014, UCLA Chancellor Gene Block met with then-Attorney General Kamala 

Harris, who had received a public petition with over 60,000 people calling for a civil rights 

investigation into the university. They reached an agreement in August 2014 to implement the 

Moreno Report’s recommendations. The bullet points of agreement are extensive and highly 

instructive: 

• Hire two Discrimination Officers 

• Modify current faculty and staff anti-discrimination/harassment policies to clearly define 

bias, discrimination, harassment, and related matters 
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• Provide procedures consistent with the Moreno Report’s recommendations for 

responding to the incidents of perceived bias, discrimination, and harassment 

• Post faculty, staff and student policies prohibiting harassment and discrimination and 

outline complaint procedures 

• Mandate and commence training on anti-harassment and anti-discrimination policies, 

reporting requirements and complaint procedures for students and staff 

• Update, enhance and streamline “Diversity@UCLA” website so it is fully functional and 

easier to navigate for all members of the campus community (faculty, staff, students) 

• Appoint a Vice-Chancellor for Equity, Diversity and Inclusion (EDI) and provide a 

$3,000,000 budget for the Office of EDI 

• Appoint Diversity Specialists and Diversity Committees at every school, unit,a nd 

department of the University to act as liaisons with the VC EDI and serve the Deans and 

their faculty as advisors on diversity matters 

• Review UC Climate Survey results with each school, unit, and department to develop 

additional policies to address climate concerns 

• Conduct diversity training and workshops at every school, unit, and department. 

• Increase the four-year graduation rates for underrepresented minorities, particularly 

African American and Latino males 

• Study recruitment and outreach programs charged with enhancing student diversity to 

identify program effectiveness 

• Enhanced education of disadvantaged communities about UCLA’s application process, 

with focus on the life challenges/hardship application 
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• All UCLA Police Department officers should complete cultural diversity and sensitivity 

training 

This led to the establishment of the Moreno Recommendations Implementation 

Committee (MRIC), which just released its final report seven years later on January 4, 2021: 

“The MRIC Report documents areas of success and challenge, offers ideas for consideration, 

evidence of ‘Promising Practices and Initiatives,’ and recommendations for continued progress 

towards achieving Inclusive Excellence at UCLA.” 

 Specifically, it recognizes, “UCLA has designed an elaborate system meant to improve 

campus climate for diversity and eliminate racial bias and discrimination.” One positive example 

of this institutional reform is UCLA’s handbook and guidelines for recruitment and retention of 

diverse faculty, which includes concrete forms of oversight and enforcement to provide one of 

the best sets of faculty search and hiring procedures for colleges and universities to emulate. 

Yet, UCLA also acknowledges that despite substantial investments and measured 

progress, much room for improvement remains and ongoing dedication is needed. Indeed, a new 

wave of student and faculty protests erupted at UCLA in 2020 addressing issues of racism, 

policing, and equity. 

 

Exhibits: Independent Investigative Report on Acts of Bias and Discrimination Involving Faculty 

at the University of California, Los Angeles (2013) 

Final Report of the Moreno Recommendations Implementation Committee (2021) 

Searching for Excellence Evidence-Based Strategies for Equitable and Inclusive Faculty Hiring 

(2019) 
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Recommendations 

 

1. We recommend that TCU commit to the establishment of a cross-cultural center with a 

dedicated space and staff to open by the 2023-24 academic year or sooner. The formation of a 

planning committee and process should begin as soon as feasible, and this should engage 

stakeholders from across TCU diverse communities with a particular emphasis on historically 

marginalized students and populations. The planning committee should determine phases of 

development for the cross-cultural center based on a judicious allocation of available resources 

in response to prioritized needs. The development of the cross-cultural center should be 

highlighted within TCU’s advancement work and donor outreach with events and programming 

to mark milestones toward the opening and begin pilot programming during the planning and 

development process. 

2. We recommend that TCU standardize development and maintanance of data collection and 

reporting on the filing, investigation, and resolution of discrimination complaints; climate 

surveys; and the development and implementation of best practices for equity and inclusion. 

3. We recommend that TCU develop and implement a comprehensive strategic plan to promote 

equity and inclusion in graduate and undergraduate student admissions, retention, fellowships; 

curricular and co-curricular practices; and faculty and staff recruitment and retention. 

4. We recommend that the future work of the RRI address additional matters raised in this 

section of the report. 


