THE REPORT OF THE

PROVOST’S PLANNING COMMITTEE ON LGBTQ CLIMATE AT

THE UNIVERSITY OF NORTH CAROLINA AT CHAPEL HILL

TABLE OF CONTENTS












Page

       I.
EXECUTIVE SUMMARY…………………………………………………   3

II.
ACADEMIC ISSUES……………………………………………………..    9

III.
STUDENT LEARNING AND SUPPORT SERVICES…………………   14

IV.
EMPLOYEE AND FACULTY BENEFITS………………………………   24

V.
PUBLIC SERVICE AND TRAINING………………………………….…   28

VI.
DEVELOPMENT OBJECTIVES…………………………………………   34

VII. INSTITUTIONAL STRUCTURE & POLICY……………………………   39

VIII. APPENDICES……………………………………………………………   49

IX. ACKNOWLEDGEMENTS………………………………………….…….   92

I.  EXECUTIVE SUMMARY


The University of North Carolina at Chapel Hill has repeatedly recognized that equal respect and treatment are essential elements of a public university, and that diversity is crucial to sustaining a vibrant intellectual community.
  Over the last decade, this strong commitment to the values of equality and diversity has been reflected tangibly in the University’s establishment and development of the Black Cultural Center and the Women’s Center.  The fundamental premises of this report are consistent with the University’s demonstrated commitment to equality and diversity, namely: lesbian, gay, bisexual, transgender and queer-identified (LGBTQ) individuals deserve equal respect and treatment within the University community, and they contribute an essential element to the diversity of the University community, thereby enriching the intellectual and social life of the entire University.  


But the mere espousal of the ideal that sexual minorities deserve equal treatment is not sufficient to guarantee that they actually receive equal treatment.  Nor is the mere presence of LGBTQ individuals within the University population sufficient to ensure that the University will be enriched by the diversity they bring to the community.  Because of widespread social stigmatization and discrimination against sexual minorities, there is pressure for LGBTQ individuals—students, faculty and staff—to remain “invisible” or “closeted”, thereby undermining their equality, restricting their self-development and diminishing their opportunity to contribute fully to the intellectual and social life of the University.  The negative effects of stigmatization and discrimination can be counterbalanced to a significant extent by encouraging the development of community among LGBTQ individuals.  A strong LGBTQ community benefits LGBTQ individuals by providing a source of support and a site for personal development.  A strong LGBTQ community also benefits the University as a whole by making it more likely that its diversity will have an impact on the life of the University, and contribute to the development of a more tolerant University community.  Without institutional support and protection, however, it has proven very difficult for LGBTQ individuals to form a strong sub-community within the University.  Thus the complementary goals of this report are (1) to facilitate the development of a lively LGBTQ community, and (2) to promote an open and tolerant University community that engages the LGBTQ community in intellectual and social exchange.  In this “Executive Summary”, we elaborate briefly on these goals and how this committee’s recommendations bear upon them.  

FOSTER THE DEVELOPMENT OF LGBTQ COMMUNITY


Nationwide the climate for lesbian, gay, bisexual, transgender and queer individuals has improved significantly in the last decade.  Nonetheless, despite greater acceptance, half of the general public continues to believe that homosexual behavior is morally wrong.  At the same time, however, a majority of the public is willing to acknowledge that LGBTQ citizens face “a lot” of discrimination in their everyday lives.  The views of the general public are echoed by self-identified lesbian, gay, and bisexual citizens: most believe that they encounter greater acceptance than a decade ago, but nonetheless three-quarters still report being subjected to verbal abuse, and a third have been the targets of violence.
 


It is in this context of growing acceptance amid lingering and pernicious discrimination that we must understand the experiences of LGBTQ individuals at the University of North Carolina at Chapel Hill.   Given the pattern of stigmatization and social discrimination still present in American society, the quality of life for LGBTQ students at UNC-Chapel Hill is significantly influenced by their sense of belonging; their ability to explore, develop and make public their sexual identities; the degree to which they feel connected with and interact with other LGBTQ students; and the degree to which the broader campus climate is free from harassment, violence and bias motivated by anti-gay sentiments.  In general, social isolation among LGBTQ youth is one of the most insidious and destructive factors leading to depression, substance abuse, and high-risk behavior. 
  And at UNC-Chapel Hill, social isolation and lack of community are, in fact, frequently listed as the top concerns of LGBTQ students.  Members of Queer Network for Change (QNC),  Carolina Alternative Meetings of Professional and graduate students (CAMP), the School of Public Health LGBT Caucus, the LGBT “coming out” Rap Group, and the larger LGBTQ student body regularly reiterate this.  Moreover, the climate of stigmatization and isolation can and does extend to LGBTQ faculty and staff.  On this campus, there are relatively few openly LGBTQ faculty and staff, and even fewer openly LGBTQ administrators.  The employees of the University of North Carolina ought to reflect the diversity of the populations that they serve.  If the University maintains an environment that is unwelcoming to and unsupportive of openly LGBTQ faculty, staff and administrators, students see this and it is detrimental to their sense of belonging as well.

Recognizing the value of a strong LGBTQ community both to individuals who identify as sexual minorities and to the university community at large, a number of the committee’s recommendations seek to strengthen the LBGTQ community at UNC-Chapel Hill by enhancing the delivery of resources to the community, especially the student population.  To this end, the central recommendation of our report is that the University should establish an Office of LGBTQ Life & Study, which would provide a focal point for consolidating, publicizing, and integrating social support and academic resources available to the LBGTQ community (Recommendation 7.5; see Appendix 1.1 for a summary list of all recommendations.)  In so doing, UNC-Chapel Hill would be taking a step that most of its peer institutions have already taken (see Appendix 1.2 for a summary comparison to UNC-Chapel Hill’s “benchmark” universities).  Within the Office of LGBTQ Life & Study, a Programming Director would develop, plan, implement, and coordinate programming that would serve the needs of LGBTQ students, faculty and staff (Recommendations 3.2, 5.1), and that would build bridges with the broader public (Recommendations 5.2, 5.11- 5.14).  The success of these efforts would be further bolstered by converting the current “Diversity, Advocacy, Research and Training Coordinator” position (in the Center for Healthy Student Behaviors) into a full-time official liaison between Student Affairs and the campus LGBTQ community (Recommendation 3.1).  With these administrators situated in a centralized office, it will be possible to deliver services and support to the LGBTQ student population more efficiently and effectively, and to make needed improvements in the areas of student orientation (Recommendations 3.8A – 3.8C), housing (Recommendations 3.9A – 3.9E), counseling and support services (Recommendations 3.3, 3.11, 3.12), and reduction of sexual harassment and violence (Recommendations 3.3, 3.15A -3.15D).


Improving the climate for LGBTQ faculty and staff is also essential if we are to be successful in strengthening the LGBTQ community.  The formal policies of the University and the actions of top administrators send a highly visible message to the University community and the broader public about the University of North Carolina’s attitude toward sexual minorities.  On virtually every dimension of comparison, UNC-Chapel Hill falls noticeably behind other top public universities in its treatment of sexual minorities (see Appendix 1.2.)  It is essential, therefore, that the University takes steps to improve its treatment of LGBTQ individuals.  


Towards that end, the University should ensure that its Nondiscrimination Policy is fully implemented with respect to sexual minorities.  In this regard, the tone for the entire University is set by the Chancellor who we recommend should take the tangible but also highly symbolic steps of including sexual orientation in his annual letter to the faculty regarding the Nondiscrimination Policy (Recommendation 7.2), and specifically reminding all administrators of how the policy applies to sexual minorities (Recommendation 7.1).   Moreover, there are significant gaps in the application of the current Nondiscrimination Policy (see Section IV).   LGBTQ individuals are treated as “second-class” citizens when it comes to employee benefits: their partners are denied health benefits, the “Spousal Relocation Policy” includes them only “informally”, and Human Resources personnel are often uninformed about which benefits are extended to LGBTQ citizens of the University community.  UNC-Chapel Hill needs to take steps to ensure that LGBTQ individuals are treated equally (Recommendations 4.1 – 4.7, 7.7).  To ensure more equitable treatment, this committee strongly recommends that both the Nondiscrimination Policy and the Sexual Harassment Policy be revised so as to make them more inclusive of sexual minorities (Recommendations 7.8 and 7.9), and that the institutional structures that provide administrative oversight for these policies (the EEO/ADA Office and the Community and Diversity Committee) be evaluated and improved, and made more representative (Recommendations 7.4 and 7.3, respectively).   

PROMOTING A MORE DIVERSE UNIVERSITY COMMUNITY


A second key goal of this report is encouraging an open and tolerant university community by embracing the diversity created when lesbian, gay, bisexual, transgender and queer individuals are welcomed as equal participants in the intellectual and social life of the university.  Two themes embodied in the report of the Chancellor’s Task Force on Intellectual Climate are especially relevant here.  First, the “educational experience” of students should blend intellectual endeavors inside the classroom with student life outside the classroom.  And second, the “educational experience” does not stop at the edges of the campus, but instead is enriched to the extent that it incorporates exchanges with the broader community and service-learning.  


Accordingly, absolutely any effort to improve the overall climate for LGBTQ individuals at UNC-Chapel Hill must be fundamentally grounded in the intellectual life of the University, for one of the most effective ways to combat intolerance and discrimination against sexual minorities is through education.  Thus, students must be given the opportunity to discuss and study issues involving sexuality and sexual minorities as part of the regular curricular offerings of the University, and faculty must be encouraged to incorporate issues concerning sexuality into their teaching and research.  Therefore, a central recommendation of this committee is that the University should establish an interdisciplinary Program in Sexuality Studies with a paid faculty director on half-time release from her or his department (Recommendations 2.1 – 2.3), who would also serve as the Director of the Office for LGBTQ Life & Study.  This program in Sexuality Studies should be established, recognized, and maintained by administrators as an “interdisciplinary” program on par with other programs like “Cultural Studies”, and this attitude should be communicated to department chairs as well as tenure and promotion committees (Recommendations 2.4, 2.6).  Creating a Program in Sexuality Studies would begin to bring UNC-Chapel Hill up to the level of the other top public universities (like UC Berkeley, UCLA and the University of Michigan), and would make it a leader among southern universities in the field of Sexuality Studies (see Appendix 1.2).


Likewise, any effort to improve the overall climate for LGBTQ individuals at UNC-Chapel Hill must look beyond the University to the broader public.  Programming relevant to Sexuality Studies and social issues of concern to the LGBTQ campus community should also reach out to the general public (Recommendations 3.2 and 5.1).  The Office of LBGTQ Life & Study would accomplish this by creating and maintaining “communication focal points” (e.g. a website, an archive of resource materials), promoting internships and service learning with LGBTQ community organizations, and aiding in the prevention of hate crimes (Recommendations 5.2, 5.4, and 5.6).   In the area of public service, the graduate and professional schools at UNC-Chapel Hill bear a special responsibility to the citizens of North Carolina to train public service providers who are sensitive to the needs of LGBTQ citizens (Recommendations 5.3, 5.10).   The Office of LBGTQ Life & Study would aid professional schools in fulfilling this responsibility by sponsoring lectures and workshops, and facilitating “Continuing Education” efforts relevant to the LGBTQ population of North Carolina (Recommendations 5.5, 5.8).

UNIVERSITY COMMITMENT & FUNDRAISING


We have made a number of recommendations about ways to improve the climate for lesbian, gay, bisexual, transgender and queer members of the University of North Carolina community.   Implementing some of our recommendations will cost little in tangible funds, but will require the genuine and public commitment of University administrators to achieving equality for sexual minorities at UNC-Chapel Hill.   Other recommendations will require financial resources as well as symbolic commitments of support.  During “normal” economic times, the financial resources necessary to establish the Program in Sexuality Studies and the Office of LGBTQ Life & Study would not be viewed as particularly substantial, and the natural evolution of the Program and Office might be readily supported through University funds.


The Committee recognizes, however, that these are not “normal” economic times, and that any request for funds will necessarily be heavily scrutinized.   For this reason, in Section VI we have emphasized the critical importance of formulating and implementing a “development strategy” (Recommendations 6.4 – 6.7) that over the long run should produce a majority of the financial resources needed to implement our mid and long-range recommendations regarding the expansion of the Office of LGBTQ Life& Study and the growth in the Program in Sexuality Studies.   In recent years, professionals in the field of “University Development” have begun to recognize that LGBTQ individuals constitute an under-appreciated “donor pool” for universities.  Studies indicate that on average LGBTQ citizens contribute more than the general population to charitable organizations (including universities), and that they are strongly motivated by efforts to produce social change that will benefit other LGBTQ people.
  We are confident that, if a concerted effort is made to pursue a “development strategy” tailored to the interests and needs of LGBTQ donors, the University can be quite successful in raising funds for the Program in Sexuality Studies and the Office of LGBTQ Life & Study once they are established.   Consequently, we are asking the University to support the initial establishment of the Program and Office, and to provide the initial resources necessary to pursue aggressively a development strategy that will sustain them in the future (Recommendations 6.1 - 6.3, 6.8).

COMMITTEE DELIBERATIONS


The Provost’s Committee on LGBTQ Climate included fifteen people—students, faculty and staff at UNC-Chapel Hill as well as members of the public—appointed by Provost Robert Shelton in fall 2001 (see Appendix 1.3).  For six months, we gathered information about the climate for lesbian, gay, bisexual, transgender and queer members of the University community in six specific areas: Academic Issues, Student Learning and Support Services, Employee and Faculty Benefits, Public Service and Training, Development Objectives, and Institutional Structure & Policy.  We also collected information about LGBTQ life at our peer “benchmark” institutions.  Together, we then deliberated about what we had learned about our University, sharing our findings with other “stakeholder” groups within in the University.   In arriving at our recommendations, we worked toward a goal of consensus, which we were able to achieve in almost every case.  

II. ACADEMIC ISSUES

1.  The Provost’s Charge

“Review the field of sexuality studies at UNC-Chapel Hill.  In so doing, address curriculum development; financial incentives and institutional support for sexuality studies; and faculty recruitment, development and retention.  On the assumption that students should be exposed to these and other LGBTQ issues outside the context of classes focused on sexuality, review how these issues have been integrated into the broader spectrum of instruction and learning.  Evaluate this wider integration, and make suggestions for improvement.”

2.  Action Taken by the Subcommittee in Investigating the Charge

The Curriculum Subcommittee has reviewed most of the other academic programs in Sexuality Studies in the United States and Canada to establish a basis of comparison.  With respect to Sexuality Studies at UNC-Chapel Hill, we have collated the lists of recipients of the Williamson Fund and conducted interviews to collect the names of interested faculty on campus, and attempted to identify existing courses.  We also held two meetings with the Queer Faculty Network (QFN) to solicit their input about the structure and governance of the planned program.

3.   Initial Assessment
· Sexuality Studies in the U.S.—The Basis for Comparison

Over the last three decades, the study of sexuality has become established in the U.S. and elsewhere as a rich, vibrant area of research in multiple disciplines across the humanities, social sciences, and life sciences. Originally spurred by the Gay Liberation movement to develop theories and histories of homosexuality that accurately and adequately responded to gay experiences and could help to refute prejudice, scholars have since continued to expand the field to include lesbian, bisexual, and transgender studies and queer theory.  Because these areas of scholarship are undertaking, in part, an analysis of existing paradigms of sexuality, we feel that it is now most accurate simply to call this intellectual project Sexuality Studies, which includes the modern sexual/gender identities we describe as gay, lesbian, bisexual and transgender but also addresses the full range of human sexual behaviors and identities in diverse cultures and historical periods.  Sexuality Studies is multidisciplinary, drawing on disciplines as varied as anthropology, biology, cultural studies, economics, genetics, health sciences, history, legal studies, literature, political science, psychology, the visual arts, theology, and sociology to study the varying ways human sexual identities and experiences can be constructed and interpreted. 


In this country, undergraduate majors in Sexuality Studies (variously named Gay Studies, LGBTQ Studies, Queer Studies, etc.) are offered at a wide range of schools, including Brown University, the University of Chicago, Hobart and William Smith Colleges, and Wesleyan.  A minor is offered at, among others, Cornell, San Francisco State, Stanford, UC Riverside, and Towson State University.  Certificates or undergraduate “concentrations” are available at a wide variety of schools from the University of Iowa to Smith College to the University of Wisconsin at Milwaukee.   Among UNC-Chapel Hill’s “benchmark” universities, there are academic programs in Sexuality Studies at Duke University, UC Berkeley, UCLA, the University of Colorado, the University of Maryland, the University of Michigan, and the University of Minnesota.
  In North Carolina, in addition to the undergraduate certificate available at Duke, courses in Sexuality Studies are offered at Wake Forest, East Carolina and Western Carolina Universities, and UNC-Charlotte.

· Sexuality Studies at UNC-Chapel Hill
 
Major universities in North Carolina and across the country are already offering courses, certificates, minors and even undergraduate majors in Sexuality Studies, and most of the public universities that UNC-Chapel Hill compares itself to already have some sort of academic program in this rapidly expanding interdisciplinary area.  Yet UNC-Chapel Hill has no centralized academic program to ensure that our own students will have courses regularly available to them or that our faculty will be encouraged to offer these courses.  With a significant number of faculty members at Chapel Hill currently wishing to teach, or already teaching, in the field, and strong undergraduate and graduate interest in taking Sexuality Studies courses, the University is in an excellent position to establish a program that will be a model for the North Carolina system as a whole and enhance our national reputation as a leading research institution.  But steps must be taken to fulfill this potential.

   
At the current time, the course offerings at UNC-Chapel Hill are uneven.
   This is a product of several factors, one of which is informational.  A few faculty members in different departments regularly offer courses in Sexuality Studies that are extremely well attended.  For example, Professor Tyler Curtain’s recent sections of English 22 have been fully or over subscribed, with a lengthy waiting list, as has Professor Pamela Conover’s course The Politics of Sexuality (Poli 73/Wmst 74).  It is important to note that these courses fulfill distribution requirements (cultural diversity, aesthetic perspective, etc.), making them more attractive to undergraduates and also much more visible to them.  Conversely, courses offered on a purely elective basis, which receive far less publicity, have sometimes had more difficulty finding their student audience.  At present, there is no effective way for undergraduates with a specific interest in Sexuality Studies to determine which courses will address this subject matter, although both Cultural Studies and the undergraduate organization Queer Network for Change (QNC) attempt to identify relevant courses every semester.  This is only useful, of course, if students know to look on the Web sites for Cultural Studies or QNC in the first place; many undergraduates are not even aware that these sites or their listings of Sexuality Studies courses exist.  So lack of information about course offerings is one obstacle that needs to be overcome.


The uneven course offerings are also a product of the available faculty.  To be sure, the Committee has identified more than fifty UNC-Chapel Hill faculty members teaching or interested in teaching courses that would fall within the boundaries of Sexuality Studies (see Appendix 2.2).  But while a few departments, notably the English department, are very well-represented on this list, some important departments in the College of Arts and Sciences, like Philosophy and Sociology, have few or no teachers of sexuality-related courses, and in general the sciences are severely underrepresented in the College.
  Consequently, UNC-Chapel Hill’s current course offerings are embarrassingly thin across the breadth of Sexuality Studies, particularly when compared to our key “benchmark” public universities: the University of Michigan and the University of California, Berkeley.  That said, we should note that the course offerings in 2002 in Sexuality Studies are a marked improvement over what they were just five years ago.  We attribute much of the change to the extraordinary impact that the Williamson Funds have had on UNC-Chapel Hill’s curricular offerings, the faculty’s own determined efforts to promote their courses, and the increasing interest of students in those courses.  Still, there is a need for more courses in Sexuality Studies and more faculty members to teach them.


A final problem is the inconsistent institutional support given to existing faculty wishing to teach courses in Sexuality Studies.  Even though faculty members might want to teach Sexuality Studies courses, they are not always able to do so, in part because opportunities to teach such courses vary across departments.  In larger departments it is, typically, easier for faculty members to “take time off” from teaching service courses in order to offer more specialized classes.  In addition, informal conversations with faculty members suggest that departments vary widely in their receptivity to teaching and research in Sexuality Studies.  Some faculty feel that their chairs, colleagues and Directors of Undergraduate Studies are fully supportive of their work in the field, while others sense indifference or even considerable hostility within their departments.   This “chilly climate” problem is exacerbated by the fact that a number of faculty members who wish to teach courses in Sexuality Studies are untenured, and therefore more vulnerable to departmental norms about what “should” and “should not” be taught.
  At the level of the University as a whole, there seems to be little support for scholarship on sexuality—the establishment of this Planning Committee is one of the few positive steps taken in recent years.  For instance, when the Williamson Fund runs out there will be no funds reserved for course development in the area.  And anecdotal evidence suggests that University grants, research leaves, etc. are less likely to be awarded to faculty members working on topics in Sexuality Studies.  Thus rather than embracing Sexuality Studies as an important and exciting interdisciplinary “growth area”, UNC-Chapel Hill has largely neglected the field. 

4. Recommendations
· Short-Range
· 2.1 Conduct a survey of the faculty to assess more systematically the climate for LGBTQ-identified faculty and faculty teaching in Sexuality Studies.

· 2.2 Establish a Program in Sexuality Studies under the auspices of the Office of LGBTQ Life & Study (see Recommendation 7.5) that would grant students a “Certificate of Study”.  The Director of the Program must be tenured and, in the short term, can be selected from current UNC-Chapel Hill faculty.  This faculty member should have half-time release from his/her department, an administrative stipend and an initial appointment of 3 years.  

· 2.3 Establish a comprehensive list of all courses relevant to Sexuality Studies.  To receive a “Certificate of Study in Sexuality Studies”, students would, for the time being, be required to take a total of five approved courses in three different departments at UNC-Chapel Hill, or at UNC-Chapel Hill and Duke.  An “Academic Advisory Committee” consisting of faculty from at least three different departments will approve courses.  Whenever possible, these courses should also be recognized as satisfying the “cultural diversity” requirement.   In the Professional Schools, particularly those in Health Affairs, a list of faculty willing and able to mentor students interested in Sexuality Studies should be developed.

· 2.4 Deans should actively encourage department chairs and faculty to revise existing courses to include material relevant to Sexuality Studies and to develop new courses in Sexuality Studies.  Deans might also suggest that departmental chairs should routinely write letters of thanks to faculty members offering courses in the area, to be put in their files. 

· 2.5 The remaining money, if any, in the Williamson Fund should be made available to the Program in Sexuality Studies for course development.

· 2.6 The Provost and the Deans should explicitly communicate to the Chancellor’s Advisory Committee, the “Tenure and Promotion Committees” in the College and various professional schools, and to the departments that Sexuality Studies is a valued and legitimate area of research, teaching, and scholarship; that the quality of these scholarly activities will be judged by the same criteria used to evaluate other areas of intellectual endeavor; and that engaging in such activities will not put candidates for tenure and promotion at risk. 

· Mid-range:

· 2.7 The University’s Development Offices should be strongly encouraged to identify future funding sources that are needed for course development, academic programming, and faculty development in Sexuality Studies. 
· 2.8 Increase library allocations targeted for the purchase of Sexuality Studies resources.

· 2.9 Encourage departments to evaluate courses in terms of their content pertaining to issues of race, gender, ethnicity, religion, and sexual orientation on their course evaluation forms. 

· Long-Range
· 2.10 Conduct a national search for a full-time Director of the Program in Sexuality Studies, who should be a senior scholar with a substantial record of teaching and research in the field as well as administrative experience. 

· 2.11 Add several new faculty lines with ½ time appointments in Sexuality Studies to encourage departments to hire specialists in Sexuality Studies.

· 2.12 Develop funding for a team-taught core course that would accommodate seventy students.  Because so many of the UNC-Chapel Hill faculty teaching Sexuality Studies are in the humanities, it is not currently feasible to offer a core course that would adequately introduce students to perspectives from life and social sciences as well.  But such a course is very useful for acquainting students with a variety of approaches to studying sexuality, and is the foundation of successful programs elsewhere.
 


III. STUDENT LEARNING AND SUPPORT SERVICES

1.  Provost’s Charge

Examine the campus climate for LGBTQ students at UNC-Chapel Hill and make suggestions for improvement. In so doing, consider current support services for student co-curricular organizations and individuals (e.g. coming out); the accessibility of those services to students; policies and structures related to reporting harassment, crisis situations, and violence; and educational and training programs (e.g. Safe Zone).

2.  Action Taken by the Subcommittee in Investigating the Charge

In order to evaluate the university’s success in providing a safe, supportive learning environment for lesbian, gay, bisexual, transgender, and queer students outside of the classroom, our subcommittee explored a variety of avenues.  We met with LGBTQ student leaders, organizations, and various staff and departments inside and outside of Student Affairs, and reviewed both campus and national resources that address campus climate issues for LGBTQ students.  We also spoke with Student Affairs staff from other universities including UNC Wilmington, UNC Charlotte, and Duke University.
3.  Initial Assessment

With thirteen departments and offices, the Division of Student Affairs seeks to enhance and support the quality of student life for UNC-Chapel Hill students outside the classroom.  In the last three years, there has been an increase in efforts to explore and expand how Student Affairs has provided for the gay, lesbian, bisexual, transgender, and queer student population.  These efforts have heightened awareness within Student Affairs of the daily issues, challenges, and needs of LGBTQ students.  However, work to address these issues has been largely dependent on specific staff and departments, and has not been demonstrated institutionally. 
· Campus Climate for LGBTQ students at UNC-Chapel Hill
Carolina’s general reputation as a welcoming and supportive environment for diversity does not reflect the experience of many LGBTQ students.  On our campus, incidents of vandalism, verbal harassment, and physical intimidation against LGBTQ students are regularly brought to the attention of faculty, student leaders, and staff.  For example, during the Fall of 2001 an announcement of an LGBTQ event on the “Cube” was defaced; there were several reports of physical violence and harassment within student residence halls related to sexual orientation; and a phony announcement about a “pride” march was announced in the Daily Tar Heel, leading LGBTQ students to fear that they were being setup for an harassing or violent confrontation.  And in spring 2002, there was a bomb threat demanding that the Chancellor publicly denounce homosexuality.  Reports written over 10 years ago, such as the 1991 “Study of Gay, Lesbian, and Bisexual Students’ Concerns” conducted by the Department of University Housing, speak to the pervasive history of  LGBTQ student harassment at UNC-Chapel Hill including anti-gay jokes, harassing phone calls, defaced property, and physical violence.  In addition records kept by an undergraduate group, Queer Network for Change (QNC),and graduate student organizations such as Carolina Alternative Meetings of Professional and Graduate students (CAMP)indicate a history of explicit campus harassment and intimidation (See Appendix 3.1).


A number of LGBTQ students have withdrawn or sought significant mental health support as a result of the negative climate on campus.  This has been dramatically evident in the “Coming Out” support group where, in the last year, over one-third of its members have dropped out of school, dropped to part-time, or left with a master’s degree instead of a PhD.  Campus LGBTQ student leaders face significant, additional burdens.  Over the last few years, multiple LGBTQ student leaders have withdrawn or taken a break from the university as a result of being “out” leaders on campus and being overburdened with responsibilities.  The Carolina “experience” is consistent with that documented on other campuses across the country.  In general, an LBGTQ student who worries about violence, harassment, discrimination and an unsupportive environment is not going to focus adequately on academic or co-curricular learning activities
.  Moreover, the national literature suggests that most LBGTQ students do not report harassment and discrimination
 
.  Indeed, campus climate studies from a number of institutions estimate that 50-90% of LBGTQ students do not officially report all incidents of harassment or discrimination
. Thus it is likely that the climate problems at UNC-Chapel Hill are even more serious than suggested by the evidence above. 

· Current support services for LGBTQ students and co-curricular organizations 

Two positions exist to provide support for LGBTQ students at UNC-Chapel Hill.  The first position, referred to as the “Diversity, Advocacy, Research and Training Coordinator”, was created within the Center for Healthy Student Behaviors (CHSB) at Student Health Services in the fall of 2000 to improve the organization’s capacity to serve specific student populations.  The lesbian, gay, bisexual, and transgender student population was expected to constitute approximately 25% of the workload for this position.  Since the first semester, however, this position has seen a dramatic, steady increase in students’ needs related to sexual orientation (see Appendix 3.2).  Before the establishment of the “Diversity, Advocacy, Research and Training Coordinator” position, “Coming Out” support groups were conducted irregularly by other staff in the Center for Healthy Student Behaviors, and Counseling and Psychological Services (CAPS).  And peer support groups were led by members of CAMP, a graduate student LGBTQ organization on campus.


In addition to this funded position, an unpaid, graduate student intern from the School of Social Work has been working thirty hours a week with the Diversity, Advocacy, Research and Training Coordinator on LGBTQ support since the fall of 2001.  The intern works to coordinate the Safe Zone program, co-facilitates a weekly “Coming Out” support group, and meets with individual students about LGBTQ concerns.  The lack of financial support and the stigma still associated with working with this population make it uncertain that this position will be filled for 2002-2003. 


In the fall of 2000, the Safe Zone Planning Committee was charged with expanding its scope to identify and address issues within Student Affairs for LGBTQ students, and its title was changed to the Student Affairs LGBTQ Student Life Committee.  Staff from Counseling and Psychological Services, the Department of Housing and Residential Education, Office of Public Safety, the Carolina Union, Dean of Students Office, Athletics, and students from campus LGBTQ groups were represented and created a final report of concerns, within student affairs, that was included in the meeting with the Chancellor in April 2001.  In addition, in spring of 2000, Student Affairs created a web page to identify and publicize current campus resources and services related to sexual orientation and gender identity (http://www.unc.edu/depts/dos/programs/lgbt.html).  

· Limitations of Current Services and Support
· Inadequate Institutional Resources and Inaccessibility of Current   
Services to Students

There are multiple ways in which LGBTQ students can try to identify and access services at UNC-Chapel Hill.  These primarily include published directories, Internet web pages/ internet links, interaction with campus LGBTQ organizations, interaction with campus LGBTQ-focused staff, and most of all, by word of mouth with other university students/faculty/staff/administration and from off-campus references.  But for many individuals the search for information is likely to be frustrating because there is no clear primary contact and avenue for accessing information related to sexual orientation or gender identity at UNC-Chapel Hill.  


Currently, Queer Network for Change (QNC), an undergraduate group, is the only visible LGBTQ phone number on campus.  This has led many crisis calls and requests for referrals (i.e. questions by future UNC-Chapel Hill staff or faculty or students) to be inappropriately channeled to QNC.  Furthermore, LGBTQ student leaders have indicated that they, themselves, often do not know where to go administratively in many instances.  The high turnover rate of LGBTQ student leaders assures that this will remain a perennial problem.  


Likewise, information and research related to LGBTQ issues for students, staff, and faculty are not readily accessible.  Few students know about the Student Affairs web page that has LGBTQ specific information.  It is difficult to find and is not accessed through a general search or located easily from the “for students” page.  Several of the campus LGBTQ organizations host their own websites and have developed resource guides to publicize community and campus services relevant to LGBTQ individuals.
  But there has been little administrative support in developing or distributing these LGBTQ resource guides.  Similarly, another community resource widely used by students is the Local-Events listserv.  While widely used by the on and off-campus community, this listserv is largely unknown to administrators, and consequently is rarely used by the University to relay information to the LGBTQ population.  In sum, there has been relatively little effort by the administration to link LGBTQ resources on the University’s web so that they are easy to find, or to coordinate the dissemination of information about LGBTQ resources.
· Unpublicized and Inadequate Policies and Structures Related to Reporting Harassment, Crisis Situations, and Violence 


There is a general lack of understanding among students, faculty, and staff about resources and reporting mechanisms for harassment or assault based on sexual orientation or gender identity.  The Dean of Students’ Office and the Center for Healthy Student Behaviors created a Harassment and Assault Based on Sexual Orientation (HABSO) Response Plan in the summer of 2000.  In the fall of 2001, the plan was included on the Dean of Students “Policy” website.  Currently, however, no other departments, deans or directors have been made formally aware of this policy, or have been trained on how to implement it within their department.  Students are unaware that there is a reporting mechanism for sexual orientation harassment and that the Dean of Students’ Office as well as the Attorney General’s office both file complaints related to sexual orientation and gender identity.  This was highlighted in an LGBTQ student forum in fall of 2000 and again reiterated by the LGBTQ undergraduate organization.


Further, the Office of Public Safety and the campus police have no training related to sexual orientation, campus resources, or the HABSO Response Plan.  There is no systematic, system-wide mechanism in place to track and evaluate this policy, and other policies associated with this population, and to make changes and improvements.  It has been noted that there are no LGBTQ-specific resources listed in the HABSO Response Plan either on campus or off-campus, despite their existence.  Protocols for tracking and reporting incidents regarding sexual orientation are unclear between the Dean of Students and the Sexual Harassment Office.  
· Limited Educational and Training programs (e.g. Safe Zone)

The Safe Zone program, under the auspices of the Dean of Students Office, provides a network for LGBTQ allies on campus and serves to strengthen campus awareness of resources and support services for students related to sexual orientation and gender identity.  A newly designed Safe Zone training program was created during the summer of 2001 and since this fall, participation in the program has tripled from the three previous years.  In addition, most Student Affairs departments have at least one staff person who has participated in the Safe Zone training.   Off-campus groups such as the Newman Center and Campus Ministries Association have requested trainings and met with staff to discuss the growing need to identify resources and support structures for LGBTQ students.  The rise in demand for and the increased scope of the Safe Zone program has created a greater need for a graduate assistant, staff, and volunteer time to support the program’s growth.


There are many sensitivity trainings that occur regularly in departments and units across the university.  These trainings are, however, inconsistent in their approach and success with regards to sexual orientation and gender identity sensitivity.  The administrative investment in these programs varies, and many of them are organized and led by students, without a systematic, system-wide strategy for responding to sexual orientation and gender identity issues.   Furthermore, there are incidents of ineffective trainings and programs that have been reported to students, faculty, and staff.


Finally, while training efforts have increased, other programs that support and address LGBTQ student learning outside of the classroom remain severely limited.  Financial and institutional commitment to such programs is rare.  Beyond combating social isolation of LGBTQ students, this type of programming would likely create a stronger sense of LGBTQ community, acceptance and support, and would serve to educate and increase awareness among the larger University community.

· A Need for More Inclusive Counseling and Health Care Services at 
           UNC-Chapel Hill  

Student Health and Counseling and Psychological Services have played an active role in evaluating services for LGBTQ students throughout Student Affairs.  Intake forms and informational literature in the waiting rooms speak to a friendly environment for students of all sexual orientations. Currently, though, there are no required trainings or workshops for staff regarding the specific medical and mental health concerns of LGBTQ students.  There has also been some concern with identifying an appropriate point of contact and resource person within Counseling and Psychological Services.  This was highlighted in a student forum during the fall of 2000 when some students indicated that they did not feel comfortable using Counseling and Psychological Services because of perceived homophobia.  In addition, while Student Health offers supplemental health insurance to married partners of students, it does not offer this plan to same-sex partners.

· Inadequate New Student Orientation


There are limitations with new student orientation for undergraduate and graduate students at UNC-Chapel Hill.  CTOPS and other undergraduate orientations do not include any information that is specific to LGBTQ students and their parents.  Orientation leaders are not trained to address issues related to sexual orientation or gender identity, and in the past, their activities (i.e. orientation skit) have been perceived as less than welcoming to, even hurtful towards LGBTQ students.  Additionally, there are no written materials included in CTOPS or other undergraduate orientation programs that address LGBTQ student needs.  Resource guides, such as those produced by CAMP, QNC,

 HYPERLINK "http://www.unc.edu/depts/dos/programs/lgbt.html" 
the Dean of Students Office, and the Center for Healthy Student Behaviors are currently not consistently distributed and available for orientation or included in current admissions materials.

Orientations for newly matriculated graduate and professional students are offered through Departments and Schools, and almost universally neglect to describe resources available for LGBTQ students.  To compensate for this problem, CAMP has attempted to deliver single-page LGBT Resource Guides to all graduate and professional student mailboxes at UNC-Chapel Hill every year since 1998.  But such efforts are appropriately the responsibility of the University Administration, not student organizations.  This information should be formally updated every year and delivered to students by the University administration.

· A Need for More LGBTQ “Friendly” University Housing

Department of Housing and Residential Education does not allow area director and assistant area director staff positions to have live-in same-sex partners, though it does allow married heterosexual partners to live together.  This policy has resulted in qualified candidates choosing positions at other Universities.  Furthermore, it is a clear contradiction of the university’s Nondiscrimination Policy.  In addition to staff housing, campus family housing in Odum Village does not allow same-sex couples to live in the apartments and requires documentation of legal married status for all applicants.
  
A universal housing policy regarding inclusiveness and sexual orientation was developed two years ago, yet it does not appear to have been implemented or communicated among staff or student residential assistants.  Currently, though there have been attempts from year to year to implement “diversity” trainings, there is no requirement for Residential Advisors (RAs) to be trained on issues related to sexual orientation and campus resources.  In a meeting with the Dean of Students Office in fall of 2001, Queer Network for Change, an undergraduate student organization, identified RA Safe Zone training as an important need on campus.

Identifying roommates who will be tolerant and non-threatening is also a major issue for LGBTQ students.  While “theme housing” currently includes a “women’s perspectives” and UNITAS multi-cultural hall, there are no housing options specific to LGBTQ students and no way for incoming students to identify “friendly” roommates.  This has been a central issue that students have tried to address on their own through individual meetings and within LGBTQ organizations.  An LGBTQ/ally roommate finding listserv that was developed to assist LGBTQ students on and off UNC-Chapel Hill’s campus (rainbowhouse@listserv.unc.edu) is not widely advertised by the housing office.  Historically, when LGBTQ students have sought assistance from their Residence 
Hall Area Directors regarding roommate conflicts, the solution has often been to uproot and move the LGBTQ student

· Support for UNC-Chapel Hill LGBTQ Student Organizations 

In the fall of 2000, and for the 2001-2002 fiscal year, Student Congress provided funding to hire an administrative assistant for the LGBTQ student organizations at UNC-Chapel Hill because it recognized an unmet need.  This position was only meant as an interim form of support until a more stable source of funding could be identified.  The purpose of this position is to strengthen and develop the LGBTQ Organizations at UNC-Chapel Hill, with the understanding that diverse, strong, active and vibrant LGBTQ organizations play an important role in improving the quality of life for LGBTQ individuals at UNC-Chapel Hill, and for improving dialogue and interaction with other communities on campus.  Continued support from this funding source is highly uncertain and has to be re-justified every year.  Outside of this position, there is virtually no communication or interaction among the leaders of the ten LGBTQ organizations on campus.  These organizations have a history of uninvolved faculty advisors, and the high turn over rate among student leaders has hindered their effectiveness.  There is a major need for continued administrative assistance for the LGBTQ student organizations on campus.

4. Recommendations


In sum, information about LGBTQ resources and services is decentralized.  The lack of a central clearinghouse of information for students severely hinders the efficiency and effectiveness of existing programs.  Moreover, gaps in current programming leave unmet some of the needs of LGBTQ students.  Communication needs to be improved, and gaps in programming need to be filled.  In general, we recommend that the University’s administration create a university-wide approach to developing policies, practices, and programs relating to support of sexual minorities.  The current LGBTQ programs in Student Affairs—Safe Zone, the HABSO Response Plan, and the Student Affairs Committee on LGBTQ Student Life—should remain under the auspices of Student Affairs.   Consequently, in meeting the needs of LGBTQ students there will need to be a strong collaboration between Student Affairs and the proposed Office of LGBTQ Life & Study.  The Student Affairs Committee on LGBT Life should include staff representation from all Student Affairs departments, and be composed of undergraduate and graduate students.  This committee should meet regularly in order to assess the implementation of these recommendations within Student Affairs.

· Short-Range   

· 3.1 Because of the institutional history and the importance of continuity of services to students, the current “Diversity, Advocacy, Coordinator” position in the Center for Healthy Student Behaviors should continue to serve the LGBTQ student population and should be dedicated full-time to this work.  This position should act as an official liaison between Student Affairs, and the campus LGBTQ community.  This person should spend 50% of his or her time in Student Affairs reporting to the Vice Chancellor and 50% of his or her time in the Office of LGBTQ Life & Study (see Recommendation 7.5), reporting to its Director.  
· 3.2 A Programming Director should be hired for the Office of LGBTQ Life and Study to develop, plan, implement, and coordinate programming that serves the needs of LGBTQ students, faculty and staff.  This position should be apportioned as follows: 50% on campus programming and 50% as a community liaison with LGBTQ populations off-campus.

· 3.3 The Safe Zone Ally Program should be expanded and a graduate student position should be funded to continue to develop cross-campus training and programming efforts to ensure continued ally support.  Funding through the Safety and Security Fee should be clearly earmarked for the Safe Zone Program.

· 3.4. The location and availability of resources of value to LGBTQ people should be published in materials distributed to all students, faculty, staff, and alumni, and coordinated through the proposed Office of LGBTQ Life & Study. 

· 3.5 Current services available on campus need to be made more visible.  The proposed LGBTQ office should maintain electronic resources for LGBTQ students and a direct link should be created off of the “Student Life”, "Student Affairs" and “Admissions” web pages to a comprehensive listing of these resources.
· 3.6 Information about the new HABSO Plan should be distributed to all Deans, Directors, Chairs, Faculty and all administrative personnel responsible for administering the University’s Nondiscrimination Policy and Sexual Harassment Policy.  
· 3.7 New printed information about the campus Nondiscrimination Policy, Sexual Harassment policy, and other campus services should be created and distributed widely on campus with specific effort made to target LGBTQ students, faculty, and staff.

· 3.8 Orientation Recommendations

· 3.8A CTOPS should include specific resources and information about LGBTQ support for both students’ and parents’ orientation.  This will necessitate that written materials about LGBTQ campus resources be regularly updated and disseminated. 

· 3.8 B Minority student pre-orientation for African-American, Hispanic, and Native American first year students should also include materials that address the specific needs and concerns of LGBTQ students of color.  

· 3.8C The International Student and Scholar Orientation for incoming international students should also include information related to sexual orientation and gender identity.

· 3.9 Housing recommendations
· 3.9A Housing should allow Area Director and Assistant Area Director Staff with same-sex partners to live in staff apartments.

· 3.9B Odum Village should expand its definition of “family” and “married” housing to include non-married couples and families who fill out a “domestic partner affidavit” similar to the one currently used by the university for life insurance (see Appendix 3.5)

· 3.9C All Department of Housing and Residential Education staff should attend Safe Zone Sensitivity training and should be strongly encouraged to attend Safe Zone Ally Training as well.

· 3.9D Campus housing should include LGBTQ living options such as the specific living options offered through theme halls like UNITAS and Women’s Perspectives

· 3.9E Social activities through residence halls should be inclusive of all sexual and gender orientations and identities and welcome programming that is specific to the needs of LGBTQ students.

· 3.10 The supplemental Hill-Chesson plan that is currently offered to heterosexual spouses of students should also be offered to same-sex partners and non-married heterosexuals.  In the event that it cannot be extended to same-sex partners, another provider should be found.

· 3.11 Training should be offered and required within Student Health Services and Counseling and Psychological Services that addresses the specific health needs of LGBTQ students.  

· 3.12 In Student Health Services and in Counseling and Psychological Services, service providers should be identified as the initial contact for LGBTQ students.

· Mid-Range
· 3.13 A graduate student should be hired in the proposed LGBTQ Office, to assist and support LGBTQ student organizations with planning and implementing events, acquiring funding, setting goals, and collaborating with other organizations.

· 3.14 All people involved with undergraduate and graduate student Orientation programs should attend an LGBTQ Safe Zone Sensitivity Training and be made aware of campus LGBTQ resources and the nondiscrimination policy.  This information should then be incorporated into all orientation presentations.  

· 3.15 Safety and Harassment Issues

· 3.15A All Dean of Students, CAPS, Office of Public Safety, and Housing staff should be trained in the protocol for the (HABSO) Response plan.

· 3.15B All Resident Advisors within the residence halls should be alerted to the response plan and receive training on resources and reported harassment related to sexual orientation or gender identity.

· 3.15C A formal tracking mechanism and form should be created and housed within the Dean of Students Office to identify safety concerns and harassment issues for LGBTQ students.   

· 3.15D All UNC-Chapel Hill police should receive Safe Zone Sensitivity Training and crisis intervention training related to sexual orientation and gender identity.   

· Long-Range
· 3.16 An openly LGBTQ or LGBTQ-sensitive professional counselor, with specific training in counseling LGBTQ populations as reflected in his or her formal education and post graduate training, should be hired full time to work in CAPS.

· 3.17 All recruiters through University Career Services should be screened to ensure that their policies are inclusive of all sexual orientations and gender identities.  

· 3.18 All internships done through the University should be screened to ensure that their policies are inclusive of all sexual orientations, and gender identities (whether through A.P.P.L.E.S. and their service learning projects or even graduate placement with/research for corporations or government agencies).

IV. EMPLOYEE AND FACULTY BENEFITS

1.  The Provost’s Charge


“Identify current benefits for LGBTQ staff and faculty.  Consider the distribution of these benefits, factors limiting their utilization, and how they compare with their peer institutions.” 

2.  Action Taken by the Subcommittee in Investigating the Charge


The subcommittee reviewed relevant University Policies and documents pertaining to staff and faculty benefits.  It collected benchmark data from the University of North Carolina’s peer institutions, and additional data from the American Civil Liberties Union.  And it conducted interviews with relevant faculty, staff and partners.
3.   Initial Assessment
· Employee Benefits at Other Universities

Recently, the American Civil Liberties Union filed a lawsuit against the University of Montana for not providing benefits to same-sex partners of lesbian and gay employees at the state university system's seven campuses.  In Montana, employees at the university system's campuses can get health insurance, disability coverage and other benefits for their spouses.  Even unmarried opposite-sex couples can provide their partners with benefits—by simply signing an affidavit of common law marriage.  The lawsuit would force their university to allow lesbian and gay employees to provide the same benefits to their partners.  This lawsuit comes as universities, governments, companies and other employers increasingly extend benefits to employees' domestic partners.


Aside from salary, benefits are the most substantial way employees are compensated for their work.  When heterosexual employees can get benefits for their partners, but LGBTQ employees cannot, they are being compensated less for doing the same job, solely based on sexual orientation.  The lack of domestic partner benefits has a real and tangible impact on LGBTQ employees, who sometimes pay thousands of dollars out-of-pocket for medical expenses that would be covered if, like their heterosexual co-workers, they could marry and receive benefits.  When LGBTQ university employees are not given the same compensation package as other employees, LGBTQ people throughout the campus and the community are sent a message that they are not as valued as everyone else.  When domestic partner benefits are denied, the state and the university are sanctioning and sponsoring discrimination against LGBTQ citizens. 


Of the 74 state university systems in the country, about one-third provide domestic partner benefits.  Among individual state universities including campuses that are part of statewide systems,150 out of 530 offer domestic partner benefits.  Some of the state universities that provide domestic partner benefits are in traditionally conservative states, including Iowa, Alaska and Idaho. Half of our benchmark universities offer domestic partner benefits.
  The trend of universities increasingly providing domestic partner benefits is in line with a nationwide movement toward employers enacting policies that extend benefits to partners of lesbian and gay employees.


It should be noted that a listing of the many state universities that do offer domestic benefits includes:

· University of California and California State University campuses

· University of Washington and Washington State University campuses

· State and City University of New York campuses 

· University of Minnesota campuses

· University of New Hampshire campuses

· Oregon State University and University of Oregon campuses

· University of Rhode Island campuses

· University of New Mexico

· University of Vermont

· University of Maine

· Indiana University

· Purdue University

· University of Iowa and Iowa State University

· MIT

· University of Michigan campuses

The University of North Carolina campuses and UNC at Chapel Hill are listed as not offering domestic benefits.18
· Employee Benefits at UNC-Chapel Hill

The principal document that affects LGBTQ benefits is the University’s Nondiscrimination Policy.  Dating from 1993, the policy states:

 “It is our policy with respect to all employment to:  (1) recruit, hire, train, and promote persons without regard to race, color, religion, sex (except where sex is a bona fide occupational qualification), national origin, age, disability, or veteran status; (2) base decisions on employment so as to further the principle of equal employment opportunity; (3) insure that promotion decisions are in accord with principles of equal employment opportunity by imposing only valid requirements for promotional opportunities; and (4) insure that all personnel actions such as compensations, benefits, transfers, layoffs, terminations, sponsored training, education, tuition assistance, social and recreational programs, will be administered without regard to race, color, religion, sex, national origin, disability, or veteran status.

In addition, the University has adopted an internal policy on nondiscrimination on the basis of sexual orientation.  That policy provides that educational and employment decisions should be based on individuals’ abilities and qualifications and not on irrelevant factors or personal characteristics that have no connection with academic abilities or job performance.  Among the traditional factors that are generally “irrelevant” are race, sex, religion, and national origin.  It is the policy of The University of North Carolina at Chapel Hill that an individual’s sexual orientation be treated in the same manner.  Such a policy ensures that only relevant factors are considered and that equitable and consistent standards of conduct and performance are applied.  This policy prohibiting discrimination on the basis of sexual orientation does not apply to the University’s relationships with outside organizations, including the federal government, the military, ROTC, and private employers.”


Given the existence and frequent administrative references to this policy, the subcommittee examined gaps in the policy.  It should be noted that limited benefits are extended to same-sex partners of UNC-Chapel Hill employees including library and recreation privileges, and supplemental life insurance.  Such gestures have both tangible and symbolic value, but much remains to be done to achieve equal treatment of LGBTQ and heterosexual employees. 
    Specifically, we note the following serious and long-standing gaps in the application of the Nondiscrimination Policy: 

· Domestic partners do not qualify for coverage under the State Health Plan or other UNC health benefit plans.  Though coverage would entail no cost to the State or UNC-Chapel Hill, since the employee would pay premiums for a partner, there appears to be legislative resistance to inclusion of domestic partners in health coverage. 

· No formal written statement exists that includes domestic partners in spousal relocation initiatives.  Informally, LGBTQ partners have sometimes been recruited, and the Chancellor has verbally said that the policy applies to the partners of sexual minorities.  But verbal extensions of policies are not easily and consistently publicized and lack the legitimacy of formal written policies.

· There is no identified person or place in Human Resources that an employee experiencing benefits difficulties related to his or her LGBTQ identity can go for assistance.  It is not clear who serves to advocate for the needs of LGBTQ employees at UNC-Chapel Hill.

· On 11/10/95 the Faculty Council at UNC-Chapel Hill voted to accept a resolution concerning benefits to domestic partners that arose from the Faculty Welfare Committee.  The Faculty Assembly passed a similar resolution on 4/18/97.  The Office of the President has not acted in response to these resolutions in support of extending equal benefits to domestic partners.  A first step toward implementing these resolutions would be for the University to articulate a clear definition of “domestic partner”, and to implement a registration procedure for “domestic partners.” 
4.  Recommendations

· Short-Range
· 4.1 The Chancellor should issue a formal written statement that includes domestic partners in the spousal relocation initiatives at UNC-Chapel Hill. This would enhance UNC-Chapel Hill‘s image as an LGBTQ-friendly employer. 
· 4.2 Within Human Resources, there should be a “designated liaison” to serve as an ombudsman or advocate for the needs of LGBTQ employees at UNC-Chapel Hill.
· 4.3 A flyer detailing same-sex partner benefits available to LGBTQ families should be made available for distribution to employees and should be linked to the Human Resources website.
· Mid-Range

· 4.4 All employees in Human Resources should be encouraged to become better informed about same sex partner benefits and to present information about such benefits to new staff and faculty.  Publicizing the existing benefits will be an asset in recruiting LGBTQ staff and faculty to UNC-Chapel Hill.
· 4.5 As a first step toward implementing the resolutions of Faculty Council and the Faculty Assembly, the University should adopt a clear and agreed upon definition of “domestic partner”.  This committee recommends that same sex-spousal or long-term relationships of greater than one-year duration be considered under this category.
· 4.6 UNC-Chapel Hill should implement a registration procedure that recognizes a domestic partnership relationship and that defines the children of employees and their domestic partners as eligible dependents under benefits packages.  Currently, children of UNC-Chapel Hill employees and their domestic partners who have not been legally adopted by the employee who is not the biological parent are not considered eligible dependents.  (See Appendix 4.1)
· Long-Range

4.7 Changes in health benefits will require State Law and University System changes.  We recommend, therefore, that UNC-Chapel Hill administrators, faculty, and staff initiate a legislative advocacy effort to include all domestic partners of employees (staff and faculty) under health insurance coverage options.

· V.  PUBLIC SERVICE AND TRAINING

1.  The Provost’s Charge 

 “Examine the University’s success in meeting its service mission with regard to sexual orientation and gender identity.  In particular, consider the University’s role in educating and training public servants and service providers for the citizens of North Carolina; sharing research, training and expertise with North Carolina Service Organizations; and collaborating with these organizations on campus to enrich the intellectual climate through extra-curricular, co-curricular, and internship learning opportunities.”

2.  Action taken by the Subcommittee in investigating the Charge 

In order to evaluate the University’s success in meeting its service mission with regards to sexual orientation and gender identity, the subcommittee employed a number of different strategies.  Discussions were held with members of the service oriented LGBTQ student organizations on campus: LGBTQ Caucus of the School of Public Health and Social Work, Lambda (The Law School’s LGBTQ organization), the GLBT Caucus of the Medical School, and Carolina Alternative Meetings of Professional and Graduate students (CAMP).  These discussions allowed the subcommittee to investigate the current services available, their distribution, and their history.
The subcommittee also held two open LGBTQ community forums which representatives from every major LGBTQ organization of the Triangle attended.  Organizations and individuals were invited to attend via direct and indirect solicitations, and the attendees truly represented the character and diversity of our many LGBTQ-supportive organizations in the area.  The community forums generated many of the ideas found in this report. 

Finally, the subcommittee collected information from programs at peer universities, from consultations with members of the Consortium of LGBTQ Center Directors, and from published materials.

3.  Initial Assessment


The University of North Carolina at Chapel Hill has repeatedly affirmed its commitment to public service and community-based learning.  The Board of Trustees has made it clear that the University is dedicated to extending knowledge-based services and other resources of the University to all citizens of North Carolina and to the institutions that serve them.  The Faculty Council has expressed a specific interest in assuring that the University fulfills its mission to enhance the quality of life and serve all of the people in the State.  The Chancellor’s Task Force on Intellectual Climate elaborated on this commitment and recommended that the university actively focus “the energy of its many talented constituents…to improve how our students learn, how communities get help from us, and how we deliver on our mandate to serve the citizens of North Carolina.”  

Despite this general commitment to public service, there are significant problems in how the university metes out support to LGBTQ citizens.  Moreover, these problems are exacerbated by weaknesses within the LGBTQ community organizations themselves, and in their capacity to find, receive and utilize help.  Therefore, any strategy for working with this community must increase and improve the services and support that UNC-Chapel Hill delivers to this population.  But to be successful, such efforts must also help develop the community’s capacity to engage the university as well as to access other sources of support and assistance.

· The University’s Role in Educating and Training Public Servants 
           and Service Providers for the Citizens of North Carolina
UNC-Chapel Hill plays an important role in educating and training the infrastructure of professionals who serve the citizens of our state.  Professional training provided by our institution must reflect our fundamental desire to enhance the quality of life of all members of our society.  With regards to Gay, Lesbian, Bisexual, and Transgender people, this means that UNC-Chapel Hill must be a leader in professional preparation that is informed by current knowledge about the rewarding life experiences and the social burdens shouldered by this population.  


At UNC-Chapel Hill, success in achieving this sensitivity among professional students is inconsistent from program to program, and from year to year.  In addition, students seeking expertise in working with these populations are often frustrated by a lack of support and resources available to assist them.  The need to produce experts in working with LGBTQ populations in the professional schools has generally not been recognized or rewarded.

In addition to training current students, the university provides a wide array of continuing education opportunities.  However, continuing education that focuses on furthering or updating skills for working with LGBTQ populations is virtually non-existent on our campus. When it does occur, it is often motivated and carried out by student organizations or individuals, without administrative investment.

· Sharing Research, Training and Expertise with North Carolina 
           Service Organizations
A diverse range of community organizations specializes in serving the needs of LGBTQ citizens in North Carolina.  However, the vast majority of these organizations are under-funded, under-staffed, and under-trained.  There is a lack of coordination and communication between UNC-Chapel Hill and these LGBTQ organizations with regards to virtually all research, scholarship, and creative work.  UNC-Chapel Hill could play an important role in developing and strengthening this coordination and ultimately in extending knowledge-based services and other resources of the university to the organizations that strive to improve the quality of life of LGBTQ citizens around the state. The off-campus community could benefit enormously from collaboration in policy research, grant writing, and forms of evaluation, as well as from more specific resources and research in the areas of health, psychology, law, social sciences, etc. The community organizations often are not aware of, and do not benefit from, the expertise generated on our campus, and vice-versa.  

· Collaborating with These Organizations on Campus to Enrich the 
           Intellectual Climate through Extra-curricular, Co-curricular, and        

           Internship Learning Opportunities
Students and faculty can gain enormously by developing opportunities for service learning with the LGBTQ community organizations.  Unfortunately, these opportunities are uncommon and often short-lived.  For students who want service-learning experiences, there is no clearinghouse of LGBTQ community organizations seeking assistance; likewise, LGBTQ community organizations that are looking for interns are uncertain where to find them.  There is a lack of funding to support internships and service learning opportunities specifically to work with LGBTQ community organizations. The generally available funding sources do not typically consult with LGBTQ community organizations to prioritize needs.


Extra-curricular and co-curricular experiences play an important role in influencing both the intellectual climate and the general atmosphere on campus, but there is no strategic approach to assuring that LGBTQ issues are integrated into this environment.

· Building Community Capacity:
The capacity of the Triangle’s LGBTQ community to connect and create change must be improved.   Motivated by the Provost’s LGBTQ Planning Committee, an LGBTQ Community Advisory Board (CAB) has been created to develop an infrastructure that will facilitate communication, coordination and interaction among the LGBTQ community organizations and between these organizations and UNC-Chapel Hill. The purpose of the advisory board is to increase networking among these community LGBTQ organizations, to assist in identifying and acquiring resources for the organizations, and to engage the LGBTQ infrastructure on UNC-Chapel Hill’s campus effectively. This will facilitate the off-campus LGBTQ organizations working with the university in the process of educating, training, and serving the public.  The Community Advisory Board will be accountable to the community LGBTQ organizations and ultimately, the LGBTQ residents of the Triangle.

The Community Advisory Board will be an infrastructure to help strengthen the existing leadership, to help encourage the growth and maturation of new leaders for the community, and to coordinate efforts to assist Triangle area LGBTQ citizens.  This will ensure that the LGBTQ community at large is engaged in the process of community development bolstered by active, engaged assistance from UNC-Chapel Hill.

4. Recommendations
· Short-Range

· 5.1 In conjunction with recommendation 3.2, a Programming Director should be hired for the Office of LGBTQ Life and Study (see Recommendation 7.5). This position should be apportioned as follows: 50% on campus programming and 50% as a community liaison with LGBTQ populations off-campus. This position should transition into 2 separate full-time positions when funds become available.

· 5.2 Communication with the Public: To facilitate communication with the broader public, the Office of LGBTQ Life & Study should

· 5.2A. Create and maintain various communication “focal points” (including a website and P.O. Box), and it should regularly create and distribute newsletters describing its activities.

· 5.2B Create an accessible, comprehensive archive of LGBTQ life—a lending library of books, movies, periodicals, and other media, with confidential lending.  
· 5.2C Ensure that publications and fundraising materials distributed to prospective students, parents and alumni include relevant and appropriate stories, essays, and news regarding LGBTQ issues, organizations, and events.

· 5.3 The Deans of the Graduate and Professional Schools (including the School of Education) should be instructed to formally evaluate their success in: 

1) Providing all professional and education students with a sensitivity to the experiences of LGBTQ individuals, and 
2) Producing graduates with specific expertise in working with LGBTQ populations.  All of the professional schools at our University should begin recruiting students and faculty with an interest in focusing in the expertise needed to work with LGBTQ populations. The School of Public Health, for example, has begun to form a task force to examine the needs of LGBTQ populations internal to its programming.  This can serve as a useful model for the other professional schools of the university (see Appendix 5.1).
· 
· 


· 5.4 Internship Programs
· 5.4A An internship program focusing on LGBTQ-related public service learning experiences should be established at UNC-Chapel Hill, publicized through both the Office for LGBTQ Life & Study (see Recommendation 7.5) and the Carolina Center for Public Service, and made available to both graduate and undergraduate students. 

· 5.4B To facilitate internships and collaboration with off-campus organizations, the Office of LGBTQ Life & Study (Recommendation 7.5) should maintain an accurate and exhaustive summary of LGBTQ community organizations, current projects that they are working on, their goals, and their needs.  
· 5.5 There should be regular workshops by trained professionals to assist LGBTQ-related community groups with organizational development, including defining organizational goals, elaborating strategies for reaching the goals, and identifying strategies for fundraising, recruitment, publicity, evaluation, etc. These workshops should also inform LGBTQ-related leaders about legal, organizational, budgeting, and accounting information relevant to non-profit organizations 
· 
· 5.6 Provide resources and support for a range of strategies for responding to hate crimes. The Office of LGBTQ Life & Study (Recommendation 7.5) should facilitate increased collaboration and communication between the Dean of Students Office and off-campus LGBTQ organizations on these issues.

· 
· 
· Mid-Range
· 5.7 A Community Liaison should be hired to work explicitly on LGBTQ community capacity- building and to carry out the recommendations outlined in this section of the report.
· 
· 5.8 The Office for LGBTQ Life & Study should help coordinate continuing education credits for LGBTQ-related trainings for physicians, health educators, mental health providers, social workers and those in other professional areas.  This information should be readily accessible, updated regularly, evaluated to identify gaps and recognize success, and acted upon to make improvements. 
· 5.9 Working with the Graduate and Professional schools, the Office of LGBTQ Life and Study (Recommendation 7.5) should promote the development of curricula to train individuals to conduct sensitivity trainings.  This might also lead to the creation of a North Carolina LGBTQ Speaker’s Bureau.

· 5.10 The University should work to train public officials on LGBTQ related policy issues and their effect on LGBTQ communities. 
· 5.11 The Office for LGBTQ Life & Study (Recommendation 7.5) should encourage and support graduate students and Faculty to regularly research the needs of LGBTQ citizens around the state, as they relate to each of their professional disciplines (Health, Law, Social Work, etc).  Strategies for responding to these needs should also be identified, evaluated, and communicated to the LGBTQ community, regularly, with assistance from the Office of LGBTQ Life and Study.
· 
· Long-Range
· 5.12 Create and develop a network of training and support among all of the schools in the UNC-system.  In particular, as the Flagship University of the North Carolina higher education system, UNC-Chapel Hill should provide assistance, expertise and encouragement to other schools in the UNC system in developing similar school-specific goals and infrastructures of support for their LGBTQ populations.

· 
· 5.13   Develop a non-accredited certificate program in LGBTQ Community Organizing and Leadership Development to train off-campus LGBTQ leaders.  This is different than the proposed “Certificate Program in Sexuality Studies” for matriculated University students (Recommendation 2.2)
VI. DEVELOPMENT OBJECTIVES

1.  The Provost's Charge 
“Investigate fundraising strategies employed by our peer institutions for building their LGBTQ infrastructures of support, and identify fundraising strategies for these goals on our campus.  Specifically, develop an immediate fundraising strategy in concordance with the University’s Capital Campaign.”
2.  Action taken by the Subcommittee in investigating the Charge

Most LGBTQ centers at our peer universities receive their support from the general funds of the university rather than from specific fundraising efforts.  LGBTQ centers have only recently begun conducting development efforts external to the university’s general support.  The most important reason cited for not engaging in fundraising has been that the centers wanted to demonstrate an investment, by the university, in their institutionalization.


Our investigation on campus was informed by the insight and experience of the Development Officer serving on the Committee.   We also utilized information from previous meetings with members of the Development Office.  And finally, general information about LGBTQ donors and fundraising was collected.
3.  Initial Assessment 

The University of North Carolina at Chapel Hill has a decentralized approach to development and fundraising.  Generally, the responsibility for development rests with the departments and other constituent groups on campus.  When development work for the recommendations in this report begins, likely sources of support will come from targeted Alumni, targeted faculty, parents of LGBTQ students, non-UNC-affiliated LGBTQ citizens of the state, foundations, and from the university’s general funds.  But at the current time, there is no active effort to solicit funds for LGBTQ initiatives at Carolina.  

Nonetheless, there are currently 3 active accounts and 1 planned account to support LGBTQ initiatives on our campus.  Funds donated to these accounts have all been unsolicited.  

· The Williamson Fund for Gay and Lesbian Studies

The University set up a committee in 1996, with a budget of over $200,000.00, to encourage gay and lesbian studies on this campus within traditional departments. The money came from a bequest made to the university by Dr. Charles Williamson of San Francisco, to be used for this purpose. The committee has sponsored individual lectures or small conferences dealing with gay and lesbian topics.  Most of the money spent so far, however, has gone for course development grants of $4,000.00 given to faculty who are interested in teaching courses dealing with gay and lesbian issues.  It is important to note that these course development funds have been critical to creating curriculum offerings in Sexuality Studies.  Indeed, most of the courses in Sexuality Studies now being taught were developed with the support of funds from the Williamson Fund. 

The purpose of this committee has been to encourage departments to address gay and lesbian issues where appropriate, that is, to redress imbalances which exist because of the prejudices of the larger society, rather than to try to set up a program in gay and lesbian studies. It was assumed by the committee, however, that one day these courses would be linked together into a curriculum in Sexuality Studies.  The Chair of this Committee is Professor Cecil Wooten of the Classics Department.

On the whole, the administration and the faculty have been receptive to new courses dealing with LGBTQ issues, and the response of students has been good.  Unfortunately, this bequest was not endowed, and this source of support is expected to run out within a short period of time.  When these funds are exhausted, there will be a serious lack of institutional support for curriculum development at the most critical juncture in the development of Sexuality Studies.  So finding course development funds to replace the Williamson Fund is essential.

· The Pine Tree Scholarship

An anonymous donor and a group of gay and lesbian Carolina alumni based in Charlotte, North Carolina, created the Pine Tree Scholarship in 1995.  Preference is given to students who identify themselves as gay or lesbian or who have an interest in Sexuality Studies.  It is a need-based scholarship fund: recipients must demonstrate financial need as well as sound scholastic records.  If UNC-Chapel Hill is unable to award a scholarship using the preference guidelines, a selection is made at the discretion of the director of Scholarships and Student Aid according to policy set by the University’s Committee on Scholarships, Awards and Student Aid.  The Pine Tree Award was not restricted to undergraduates or any specific school or department when it was established; however, the need is assumed to be greater for the undergraduate population, so that is how it has been distributed in practice.  


In 1995, the President of the Charlotte chapter of the Carolina Gay and Lesbian Alumni Association described the motivation for this scholarship.  He said, “We found out that there were a substantial number of high school students whose families had kicked them out, or college students whose parents stopped sending them money or paying their tuition when they found out they were gay.” 


This scholarship was established with $22,000, but it has increased since then to the current level of $31,000.   Despite the existence of the scholarship since 1995, it was first awarded only two and a half years ago.
  However, this scholarship is far from sufficient to meet the needs that it seeks to address.  Moreover, it is not at all well publicized to its target populations. Consequently, LGBTQ students who sometimes find themselves in sudden and desperate need of support when their families cut them off financially are often unaware that this scholarship exists.   Moreover, the criteria used in making the award do not ensure that the scholarships are awarded in a fashion in keeping with the intent of the donors.

· The Alan Berman Memorial Scholarship

The School of Law awards the Alan Berman Memorial Scholarship based on sound scholastic record and financial need.  Preference is given, but not restricted, to students who identify themselves as gay or lesbian or have an interest in working toward the advancement of civil rights for gay and lesbian people.  The Berman scholarship is one of many at the law school that includes a preference.  A $25,000 gift established the endowment to fund this scholarship.  The Law school administration decides the award amount and number of recipients annually.

· School of Journalism Scholarship
An anonymous donor has made a bequest that would fund a scholarship in the School of Journalism that would be similar to the Alan Berman Memorial Scholarship. This account is not yet active.

4.  Recommendations

· Short-Range
· 6.1 The University should provide funding for an LGBTQ Development Coordinator to conduct LGBTQ-related development work at UNC-Chapel Hill.  This person should be hired immediately to begin following through with the recommendations outlined in this report.  In the short term, this position could be given to a qualified graduate student within the Office of LBGTQ Life & Study (see Section VII), but this position should transition into becoming a full-time, professionally trained development post. 

· 6.2 The LGBTQ Development Coordinator will serve as a liaison to current Development officers in conveying development needs and priorities for LGBTQ projects at Carolina.  A “Fact Finder” for these development needs should be created as soon as possible. 

· 6.3 To facilitate LGBTQ fund-raising, designate a Liaison in the Office of University Development to work with the Office of LGBTQ Life & Study (see Section VII), and to serve as a contact for donors interested in supporting LGBTQ projects.  


· Mid-Range & Long-Range
· 6.4 Carolina LGBTQ Alumni Associations: Regional Carolina LGBTQ Alumni Associations have existed for over a decade.  We have identified un-networked “chapters” that have existed at various times in Charlotte, Atlanta, Washington DC, and Chapel Hill.  We strongly recommend that a network of Carolina LGBTQ Alumni Associations be established in locations across the country.  These associations should engage LGBTQ-supportive Carolina alumni and facilitate our securing their support.  In addition, these chapters can also provide networking opportunities for recent graduates of Chapel Hill and additional social opportunities for LGBTQ alumni. 
· 6.5 “Compassionate Estate Planning”:  A significant concern of LGBTQ senior citizens in the Triangle area of NC is the difficulty they encounter in identifying estate-planning options that focus on giving support to the LGBTQ community.
  Based on focus groups and additional research, it appears that, nationally, there is a huge deficiency in programs that guide LGBTQ donors through a process of estate planning that targets LGBTQ-supportive beneficiaries.  Therefore, we recommend that resources be developed, including materials and seminars which target this population, to make the process easier for older LGBTQ citizens to leave bequests that assist the LGBTQ community affiliated with UNC-Chapel Hill.  This will help fulfill a need for LGBTQ senior citizens, and, of course, will greatly assist development efforts in this direction at UNC-Chapel Hill.  This estate planning strategy, which encourages LGBTQ seniors to make bequests to LGBTQ-focused organizations and initiatives, is increasingly referred to as “compassionate estate planning”.
· 6.6 Annual Fundraising Event:  Many organizations that serve the needs of LGBTQ citizens have an annual fundraising event.  These events generate substantial liquid resources, but they are also recognized as an opportunity for LGBTQ supporters to come together as a community.  Thus, this is another fundraising strategy that offers the simultaneous advantage of bolstering the LGBTQ community in the process.   Whatever event is planned should take advantage of the unique resources and diversity offered by the university.   
· 6.7 Direct Appeals by Mail: There are a number of strategies for identifying openly LGBTQ Carolina alumni, and LGBTQ-friendly citizens around the state.  These people will probably be very eager to assist the development of a stronger infrastructure of support for LGBTQ citizens in North Carolina.  Some strategies for identifying promising potential donors include:
A) LGBTQ oriented magazines sell their subscriber databases for one-time use for fundraising efforts that assist LGBTQ communities around the country.  These lists sell for around $120 / 1,000 names.  In North Carolina, there are roughly 10,000 contacts available through this method.

B) The LGBTQ student organizations have lists of past members that go back over a decade.  There are estimated to be around 300 names on these lists.

C) Recent efforts to identify LGBTQ alumni at Triangle-based LGBTQ events have generated a list of approximately 150 people. Although these individuals may be the most likely to be very generous in assisting our development efforts, we expect that support will come from a much larger distribution of patrons.

· 6.8 Informing Existing Development Officers: Development Officers at UNC-Chapel Hill engage LGBTQ patrons, whether they are aware of it or not.  We recommend that all development officers be provided educational experiences designed to inform them about the particular interests and needs of this population, so as to ensure that LGBTQ alumni feel that they are a welcomed and valued part of the “Carolina Family”.  
   VII. INSTITUTIONAL STRUCTURE & POLICY
1.  The Provost’s Charge

“Investigate administrative structures for the development, implementation and evaluation of policies and services affecting LGBTQ members of the UNC-Chapel Hill community—students, faculty, staff and alumni—at our peer institutions.  Use the results from this investigation to make recommendations for establishing an infrastructure of support for LGBTQ individuals that coherently addresses the other recommendations of the Planning Committee.”

2.  Action Taken by the Subcommittee in Investigating the Charge

Over the last decade, there has been a significant increase in the number of public and private universities that now have university offices or centers serving the needs of LGBTQ individuals, and/or that have established formal academic programs around the study of sexuality.
  Most of the top private research universities—Brown, Duke, Emory, Princeton, Stanford and Yale—have an LGBTQ office or coordinator.  Likewise, there is a LGBTQ office at all but one of the top public universities that UNC-Chapel Hill uses as its benchmark institutions, including: the University of California—Berkeley, the University of California—Los Angeles, the University of Colorado, the University of Maryland, the University of Michigan, the University of Minnesota, University of Texas, University of Virginia, and the University of Wisconsin.
  Links to the websites of these offices and programs have been centrally archived by the National Consortium of Directors of LGBTQ Resources in Higher Education.
  Using the resources of this consortium, the nondiscrimination policies and institutional structure of the LGBTQ offices of all of the above Universities were reviewed by the sub-committee.  For purposes of comparison, we focus on Duke University and the nine public research universities listed above.


Within regard to the policies and institutional structures at The University of North Carolina, the sub-committee explored existing university-wide policies and the activities of the Faculty Community & Diversity Committee and the EEO/ADA Office.
  The Committee also reviewed the responsibilities of other Administrative units regarding LGBTQ matters.

3. Initial Assessment
· Nondiscrimination Policy:


Like most universities, the University of North Carolina at Chapel Hill has a “Nondiscrimination” or “Equal Opportunity” Policy.
  As was described in Section IV, the formal statement of University policy is a policy memorandum issued by Interim Chancellor McCoy in January 2000 and published under “campus policies” on the Internet.
  It states that nondiscrimination on the basis of sexual orientation is an “internal policy” of the University, applying to “educational and employment decisions” of the University, but not “to the University’s relationships with outside organizations, including the federal government, the military, ROTC, and private employers.”
  


In addition to the failure of the University to adhere fully to the policy (as was noted in Section IV on Employee Benefits), the Committee has two concerns about the basic nature of UNC-Chapel Hill’s Nondiscrimination Policy.  First, the policy is restricted to the “internal affairs” of the University.   As such, our policy is more limited than those of any of our “benchmark” universities, none of which explicitly limits its policy to “internal” affairs of the university.  Some of our “benchmark” universities are in states that are less hostile to LGBTQ citizens than is North Carolina.  But others are not.  Virginia’s public policies are as anti-gay as North Carolina’s, and Texas, Colorado and Michigan have only slightly less hostile political environments.
  Nonetheless, the policies at the Universities of Colorado, Michigan, Texas and Virginia do not explicitly treat nondiscrimination on the basis of sexual orientation as an “internal only” policy of the University (see Appendix 7.1).   In practice, the nondiscrimination policies of these other universities might not be much broader than that of UNC-Chapel Hill, but in terms of rhetoric and the message conveyed to the University community and beyond they send a more positive, less qualified message about the University’s stance towards discrimination based on sexual orientation than does our policy.


Our second concern is with the variation in the publications and postings of the Nondiscrimination Policy.  For example, consistent with the general policy statement, the EPA Equal Employment Opportunity statement (p. 37) explicitly includes sexual orientation, but makes it clear that the sexual orientation clause does not apply to the University’s “relationships with outside organizations including the Federal Government, the military, ROTC and private employers.”  However, as of February 1 2002, the SPA Equal Employment Statement
 available at the University’s EEO/ADA office’s website was out-of-date, making absolutely no mention of the fact that the Nondiscrimination Policy applies to sexual orientation.  Likewise, the information available to students and the public about the Nondiscrimination Policy varies.  Virtually every hallway on campus has a poster produced by Human Resources that says, “Your rights and the Law”, which describes the Nondiscrimination Policy, and explains where people can go for remedy if they feel wronged.  These posters are the most ubiquitous and visible representations of the Nondiscrimination Policy on this campus, yet they do not mention “sexual orientation”.
  Similarly, the various course bulletins published by the University differ in their presentation of the Nondiscrimination Policy.  For example, the Graduate Bulletin provides a statement of the Nondiscrimination Policy that includes sexual orientation and it provides a separate statement of the policy on “Sexual Orientation Nondiscrimination”.  In contrast, the Undergraduate Bulletin references the Nondiscrimination Policy on Sexual Orientation under “Student Policies”, but does not actually include the policy in the Bulletin.  This variation in the representation of the policy is important because to the extent it is not accurately represented it is difficult to encourage and monitor adherence to the policy.

· Sexual Harassment Policy

Like most other universities, UNC-Chapel Hill also has a Sexual Harassment Policy.   Here again, however, there are different versions of the policy.  The “official policy” is general enough that it could be interpreted as applying to same-sex sexual harassment; it does not explicitly preclude that application.
  But it does not explicitly make clear that the definition of sexual harassment includes same-sex sexual harassment.  


The committee finds this problematic.  Since the University’s policy was first written, the Supreme Court has ruled, in 1998, that Title VII of the 1964 Civil Rights Act encompasses same-sex sexual harassment.
  Many of UNC-Chapel Hill’s “benchmark” universities now have Sexual Harassment Policies that explicitly include language making clear that same-sex sexual harassment is covered by their policy, and so should the University of North Carolina.
  To be sure, the University Sexual Harassment Officer views same-sex sexual harassment as covered by the University’s policy.   And the University’s own Human Resource SPA Manual
 already includes an expanded definition of sexual harassment that does the same.  But the system-wide definition
of sexual harassment, the official statement of the UNC-Chapel Hill Policy, and most UNC-Chapel Hill publications of the Sexual Harassment Policy do not use the same inclusive language.
  

· Institutional Structure

Unlike virtually all of the universities used for its “benchmark” comparisons, the University of North Carolina at Chapel Hill has no university-wide office devoted to serving the needs of the LGBTQ campus community and promoting greater understanding within the broader university.
  To the extent there is any institutional support at all, it is decentralized and fragmented across different parts of the University.  As detailed in Section III, Student Learning and Support Services, there are various programs provided under the auspices of the Office of Student Affairs that address the needs of LGBTQ students. However, students visiting the website of the Office of Student Affairs find no clear and readily available link to a statement of all the programs dealing with LGBTQ concerns.
 
 Moreover, within Student Affairs, such programs are not organized under a single “umbrella”—no one person has responsibility for coordinating these activities or providing information to the University community about them.  Similarly, there are LGBTQ graduate student organizations in many of the professional schools that receive some institutional support, as does CAMP (Carolina Alternative Meetings of Professional and Graduate Students), an organization that brings together graduate and professional students from across the University.  And as described in Section II, Academic Issues, faculty members interested in Sexuality Studies have formed the Queer Faculty Network, but this organization receives no institutional support.  So while there are organizations and programs addressing the needs of the LGBTQ community, there is no centralized institutional site that coordinates activities, consolidates resources, disseminates information, provides support services, or promotes intellectual inquiry.  


To the extent there is any university-wide oversight on these matters, it is provided by two entities: the Community & Diversity Committee and the EEO/ADA Office.  The Community & Diversity Committee is appointed by the Chancellor and is charged with promoting pluralism and mutual respect among the members of the University community.  As part of its charge, the committee is to be “especially attentive to matters generated by discrimination on the basis of age, disability, religion, socio-economic status, national or ethnic origin, or sexual orientation.”   It is important to note that two other committees also address “diversity” issues: the Status of Women Committee is charged with addressing ongoing concerns of women faculty, and the Black Faculty and Students Committee is charged with addressing “recruitment procedures and the ongoing concerns of black faculty members and students”, though in recent years the latter committee has not been especially active.  So while the Community & Diversity Committee should be attentive to race and gender issues in the broad context of promoting diversity on campus, we might reasonably expect that a majority of its attention would be on the specific areas identified in its charge, one of which is sexual orientation.  


However, a review of the Community & Diversity Committee’s annual reports
 to Faculty Council suggests that it has paid only modest attention to issues concerning sexual orientation.  The Committee was inactive in 2000 – 2001.  And though both the 1998 and 2000 reports indicate the committee’s concern about domestic partner benefits, it apparently only gathered preliminary information on the issue during those years   Moreover, historically, the membership of the committee has included very few “out” members of the University’s LGBTQ community, making it even less likely that it will attend to LGBTQ concerns.  


The Equal Opportunity/ADA Office has the responsibility of monitoring the administration of the University’s Equal Opportunity or Nondiscrimination Policy, including the sexual orientation nondiscrimination policy.  We find no evidence to suggest that the Office is making any effort whatsoever to enforce the policy with respect to sexual orientation.  Indeed, we found little evidence to suggest that the Office even understands the policy.  As of February 1, the EEO SPA statement published by the Office on the Internet was erroneous and out-dated: it made no mention of the University’s internal policy against discrimination on the basis of sexual orientation.  Likewise, when Glenn Grossman, this committee’s staff member, interviewed the EEO/ADA Officer, Robert Cannon, Mr. Cannon erroneously characterized the University’s policy towards sexual orientation as one similar to the federal government’s military policy, “Don’t Ask, Don’t Tell”.  The Faculty Employment Review, 2001 makes no mention of sexual orientation; or of gay, lesbian, bisexual and transgender members of the University community; or of any University effort to monitor and prevent discrimination based on sexual orientation.   Finally, the composition of the Equal Opportunity Advisory Committee does not give adequate representation to LGBTQ faculty and staff.



The lack of a centralized institutional infrastructure to deal with LGBTQ concerns has severe consequences for LGBTQ members of the university, and the University as a whole.  First, it makes it difficult to build and sustain a strong LGBTQ community on campus, particularly among students who are on-campus members of the University community for a limited time period, typically not more than four or five years.  The decentralized nature of LGLTQ resources (both curricular and non-curricular) makes it unnecessarily difficult for new students to integrate into the LGBTQ community and to make use of what resources the University does provide.  This is particularly hard on first-year undergraduates: in addition to becoming acclimated to university life, many are also dealing with “coming out” issues.  So support services are not as effective as they might be because information about them is not as readily available as it should be.  Second, the lack of a centralized institutional site makes it difficult to coordinate LGBTQ programming across campus, and to disseminate information about that programming efficiently and effectively to the University community as a whole.  Faculty, in particular, are eager to teach courses pertaining to LGBTQ concerns and to develop programming that will engage the University community intellectually, but they are frustrated by the difficulty in reaching their potential audiences.  Finally, the lack of a centralized institutional structure for LGBTQ concerns impairs the ability of the University to fulfill its mission.  In keeping with the Report of the Chancellor’s Task Force on Intellectual Climate and Resolution 98-6 Faculty Statement on Principles of Service, Diversity and Freedom of Inquiry, diversity is crucial to sustaining a vibrant intellectual community.  A strong LGBTQ community contributes an essential element to the diversity of the University and thereby enriches the intellectual life of the entire University.  


In sum, there is a serious need for a more centralized and effective institutional structure such as an LGBTQ Office.  Such an Office could: (1) consolidate support and academic resources in one place, thereby making them more readily accessible and, by eliminating overlap, more efficient; (2) coordinate and publicize activities across different units, thereby making them more effective; (3) blend intellectual endeavors with student life outside the classroom, thereby enriching the intellectual life of the entire university; and (4) connect on-campus and off-campus organizations (e.g. internships, service learning), thereby contributing to the public life of the State of North Carolina as well as the diversity of the University.

4.  Recommendations
· Short-Range
Policy:

· 7.1. The Chancellor should immediately instruct the Deans, Chairs, and Heads of all Schools, Departments, and University Offices to review the Nondiscrimination and Sexual Harassment Policies to ensure that: (1) all administrators understand how the policies pertain to sexual orientation; (2) their publications of those policies (including posters) are up-to-date, and (3) they are diligent in the application of the policy in their unit.

· 7.2. In his annual letter to University employees reminding them of the University’s policies regarding sexual and racial harassment, the Chancellor should also note that the Sexual Harassment Policy covers same-sex sexual harassment, and that the University prohibits discrimination on the basis of sexual orientation.

Institutional:

· 7.3 The Chancellor should remind the Community & Diversity Committee of its charge with regard to sexual orientation, and in his appointments to the Committee ensure that LGBTQ faculty members are adequately represented.
· 7.4 In the Committee’s judgment, the EEO/ADA Office has failed to promote and monitor adequately the University’s Equal Opportunity or Nondiscrimination Policy as it applies to LGBTQ individuals.  The personnel of the office should be adequately informed about the nature of the policy as it applies to LGBTQ individuals, and should take a more active role in monitoring the policy with regard to LGBTQ individuals.  In his appointments to the Equal Opportunity Advisory Committee, the Chancellor should ensure that the LGBTQ population is given adequate representation.

· 7.5 Consistent with the recommendations in earlier parts of this report, the University should create an Office of LGBTQ Life & Study that would consolidate the campus support and academic resources pertaining to LGBTQ concerns.  The proposed administrative structure of the Office, which consolidates the personnel recommendations from earlier in the report, is described in detail in Appendix 7.3, and summarized below:

· A Standing Advisory Committee would oversee the activities of the Office, which would report directly to the Provost.

· Director of the Office: As proposed in Recommendation 2.2, a tenured faculty member with an initial appointment of 3 years, ½ release time from her/his department, and an administrative stipend would act as Director of the Program in Sexuality Studies and in addition, the Office of LGBTQ Life & Study
· Programming Director: As proposed in Recommendations 3.2 and 5.1, a full-time staff member would direct all programming (on and off campus) and provide administrative support to the Office of LGBTQ Life & Study.

· Center for Healthy Student Behaviors Position: As proposed in Recommendation 3.1, the “Diversity, Advocacy, Research and Training Coordinator” position that is currently ¼ time devoted to LGBTQ issues should become a full-time position.  This person will oversee and coordinate all programs in Student Affairs dealing with LGBTQ issues and act as a liaison to the Office of LGBTQ Life & Study.

· LGBTQ Development Coordinator: As proposed in Recommendation 6.1, one graduate student should be funded at the level of $8,000 for two years to work as the LGBTQ Development Coordinator to develop and implement fund-raising efforts for the Office of LGBTQ Life & Study
· Work Study Students (4) 

· 7.6 The Office of LGBTQ Life & Study (see recommendation 7.5)  should create Leadership awards for members of the University community who have contributed to improving the campus climate for LGBTQ individuals at UNC-Chapel Hill.  These awards should be unfunded at first, but small cash awards ($300-500) should be tied to them within 2-3 years. These awards will be used to “recognize excellence” and to motivate University community members to get involved with improving the campus climate for LGBTQ people.   Further, The Office of LGBTQ Life & Study should regularly submit nominations for deserving LGBTQ and ally students, faculty, and staff for other campus awards.

· 7.7 Designated “Liaisons”:  In the short run, at least one member of the Office of University Development, the Human Resources Office, and the EEO/ADA Office should be given the responsibility of acting as “liaisons” or “contact persons” for people enquiring how university policies and programs apply to LGBTQ individuals so as to ensure that policies and programs are properly administered, and represented (see Recommendations 6.3, and 4.2). 

·  Mid-Range

Policy: 
· 7.8 The University should revise its Nondiscrimination Policy to eliminate the language describing the policy as an “internal only” policy.  The Committee recognizes that the University is constrained in this regard by North Carolina law as well as the political and social environments of the state.  However, faced with similar constraints, other public universities that UNC-Chapel Hill regards as “benchmarks” have adopted stronger language that sends a clearer message to their University community and the public-at-large about the unacceptability of discrimination based on sexual orientation.

· 7.9 The University should revise its Sexual Harassment Policy so that it explicitly states that same-sex sexual harassment is covered by the policy.  In this regard, the language already included in the Human Resource SPA Manual statement of the policy is ambiguous, and should not be incorporated into other statements of the policy.
  We recommend, instead, the language used in the University of Maryland’s Sexual Harassment Policy: “Sexual harassment may occur between persons of the same or different genders.” 
Institutional:

· 7.10 Under the direct guidance of the Proposed LGBTQ Office, the Community & Diversity Committee, and with input from the EEO/ADA Office, the Office of Institutional Research should undertake as soon as possible a study of the climate for LGBTQ individuals at UNC-Chapel Hill.  Follow-up studies should then be conducted at regular intervals of no more than five years.
· 7.11 Explore creating institutional connections between the UNC-Chapel Hill Office of LGBTQ Life and Study and Duke University’s LGBT Office and Program.
· Long-Range
Institutional:
· 7.12 As suggested in Recommendations 2.11 and 2.12, expand the Program in Sexuality Studies by: (1) conducting a national search for the Director of the program, (2) adding two faculty lines with half-time responsibility in the Program, and (3) creating a course development fund to replace the Williamson Fund.
· 7.13 As suggested in Recommendations 3.13, 5.7, 6.1, expand the Office of LGBTQ Life & Study by adding two positions: (1) one devoted to coordinating public service programming and linkages to the off-campus LGBTQ community, and (2) a position devoted to Development to replace the recommended part time graduate student.  
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PROPOSED ADMINISTRATIVE STRUCTURE FOR 

THE OFFICE OF LGBTQ LIFE & STUDY
APPENDIX 1.1

SUMMARY OF COMMITTEE RECOMMENDATIONS

ACADEMIC ISSUES

Short-Range
2.1 Conduct a survey of the faculty to assess more systematically the climate for LGBTQ-identified faculty and faculty teaching in Sexuality Studies.

2.2 Establish a Program in Sexuality Studies under the auspices of the Office of LGBTQ Life & Study (see Recommendation 7.5) that would grant students a “Certificate of Study”.  The Director of the Program must be tenured and, in the short term, can be selected from current UNC-Chapel Hill faculty.  This faculty member should have half-time release from his/her department, an administrative stipend and an initial appointment of 3 years.  

2.3 Establish a comprehensive list of all courses relevant to Sexuality Studies.  To receive a “Certificate of Study in Sexuality Studies”, students would, for the time being, be required to take a total of five approved courses in three different departments at UNC-Chapel Hill, or at UNC-Chapel Hill and Duke.  An “Academic Advisory Committee” consisting of faculty from at least three different departments will approve courses.  Whenever possible, these courses should also be recognized as satisfying the “cultural diversity” requirement.   In the Professional Schools, particularly those in Health Affairs, a list of faculty willing and able to mentor students interested in Sexuality Studies should be developed.

2.4 Deans should actively encourage department chairs and faculty to revise existing courses to include material relevant to Sexuality Studies and to develop new courses in Sexuality Studies.  Deans might also suggest that departmental chairs should routinely write letters of thanks to faculty members offering courses in the area, to be put in their files. 

2.5 The remaining money, if any, in the Williamson Fund should be made available to the Program in Sexuality Studies for course development.

2.6 The Provost and the Deans should explicitly communicate to the Chancellor’s Advisory Committee, the “Tenure and Promotion Committees” in the College and various professional schools, and to the departments that Sexuality Studies is a valued and legitimate area of research, teaching, and scholarship; that the quality of these scholarly activities will be judged by the same criteria used to evaluate other areas of intellectual endeavor; and that engaging in such activities will not put candidates for tenure and promotion at risk. 

Mid-range:

2.7 The University’s Development Offices should be strongly encouraged to identify future funding sources that are needed for course development, academic programming, and faculty development  in Sexuality Studies. 
2.8 Increase library allocations targeted for the purchase of Sexuality Studies resources.

2.9 Encourage departments to evaluate courses in terms of their content pertaining to issues of race, gender, ethnicity, religion, and sexual orientation on their course evaluation forms. 

Long-Range
2.10 Conduct a national search for a full-time Director of the Program in Sexuality Studies, who should be a senior scholar with a substantial record of teaching and research in the field as well as administrative experience. 

2.11 Add several new faculty lines with ½ time appointments in Sexuality Studies to encourage departments to hire specialists in Sexuality Studies.

2.12 Develop funding for a team-taught core course that would accommodate seventy students.  Because so many of the UNC-Chapel Hill faculty teaching Sexuality Studies are in the humanities, it is not currently feasible to offer a core course that would adequately introduce students to perspectives from life and social sciences as well.  But such a course is very useful for acquainting students with a variety of approaches to studying sexuality, and is the foundation of successful programs elsewhere.
 


STUDENT LEARNING AND SUPPORT SERVICES

Short Range:

3.1 Because of the institutional history and the importance of continuity of services to students, the current “Diversity, Advocacy, Coordinator” position in the Center for Healthy Student Behaviors should continue to serve the LGBTQ student population and should be dedicated full-time to this work.  This position should act as an official liaison between Student Affairs, and the campus LGBTQ community.  This person should spend 50% of his or her time in Student Affairs reporting to the Vice Chancellor and 50% of his or her time in the Office of LGBTQ Life & Study (see Recommendation 7.5), reporting to its Director.  
3.2 A Programming Director should be hired for the Office of LGBTQ Life and Study to develop, plan, implement, and coordinate programming that serves the needs of LGBTQ students, faculty and staff.  This position should be apportioned as follows: 50% on campus programming and 50% as a community liaison with LGBTQ populations off-campus.

3.3 The Safe Zone Ally Program should be expanded and a graduate student position should be funded to continue to develop cross-campus training and programming efforts to ensure continued ally support.  Funding through the Safety and Security Fee should be clearly earmarked for the Safe Zone Program.

3.4. The location and availability of resources of value to LGBTQ people should be published in materials distributed to all students, faculty, staff, and alumni, and coordinated through the proposed Office of LGBTQ Life & Study. 

3.5 Current services available on campus need to be made more visible.  The proposed LGBTQ office should maintain electronic resources for LGBTQ students and a direct link should be created off of the “Student Life”, "Student Affairs" and “Admissions” web pages to a comprehensive listing of these resources.
3.6 Information about the new HABSO Plan should be distributed to all Deans, Directors, Chairs, Faculty and all administrative personnel responsible for administering the University’s Nondiscrimination Policy and Sexual Harassment Policy.  
3.7 New printed information about the campus Nondiscrimination Policy, Sexual Harassment policy, and other campus services should be created and distributed widely on campus with specific effort made to target LGBTQ students, faculty, and staff.

3.8 Orientation Recommendations

3.8A CTOPS should include specific resources and information about LGBTQ support for both students’ and parents’ orientation.  This will necessitate that written materials about LGBTQ campus resources be regularly updated and disseminated. 

3.8 B Minority student pre-orientation for African-American, Hispanic, and Native American first year students should also include materials that address the specific needs and concerns of LGBTQ students of color.  

3.8C The International Student and Scholar Orientation for incoming international students should also include information related to sexual orientation and gender identity.

3.9 Housing recommendations
3.9A Housing should allow Area Director and Assistant Area Director Staff with same-sex partners to live in staff apartments.

3.9B Odum Village should expand its definition of “family” and “married” housing to include non-married couples and families who fill out a “domestic partner affidavit” similar to the one currently used by the university for life insurance (see Appendix 3.5)

3.9C All Department of Housing and Residential Education staff should attend Safe Zone Sensitivity training and should be strongly encouraged to attend Safe Zone Ally Training as well.

3.9D Campus housing should include LGBTQ living options such as the specific living options offered through theme halls like UNITAS and Women’s Perspectives

3.9E Social activities through residence halls should be inclusive of all sexual and gender orientations and identities and welcome programming that is specific to the needs of LGBTQ students.

3.10 The supplemental Hill-Chesson plan that is currently offered to heterosexual spouses of students should also be offered to same-sex partners and non-married heterosexuals.  In the event that it cannot be extended to same-sex partners, another provider should be found.

3.11 Training should be offered and required within Student Health Services and Counseling and Psychological Services that addresses the specific health needs of LGBTQ students.  

3.12 In Student Health Services and in Counseling and Psychological Services, service providers should be identified as the initial contact for LGBTQ students.

Mid-Range
3.13 A graduate student should be hired in the proposed LGBTQ Office, to assist and support LGBTQ student organizations with planning and implementing events, acquiring funding, setting goals, and collaborating with other organizations.

3.14 All people involved with undergraduate and graduate student Orientation programs should attend an LGBTQ Safe Zone Sensitivity Training and be made aware of campus LGBTQ resources and the nondiscrimination policy.  This information should then be incorporated into all orientation presentations.  

3.15 Safety and Harassment Issues

3.15A All Dean of Students, CAPS, Office of Public Safety, and Housing staff should be trained in the protocol for the (HABSO) Response plan.

3.15B All Resident Advisors within the residence halls should be alerted to the response plan and receive training on resources and reported harassment related to sexual orientation or gender identity.

3.15C A formal tracking mechanism and form should be created and housed within the Dean of Students Office to identify safety concerns and harassment issues for LGBTQ students.   

3.15D All UNC-Chapel Hill police should receive Safe Zone Sensitivity Training and crisis intervention training related to sexual orientation and gender identity.   

Long-Range
3.16 An openly LGBTQ or LGBTQ-sensitive professional counselor, with specific training in counseling LGBTQ populations as reflected in his or her formal education and post graduate training, should be hired full time to work in CAPS.

3.17 All recruiters through University Career Services should be screened to ensure that their policies are inclusive of all sexual orientations and gender identities.  

3.18 All internships done through the University should be screened to ensure that their policies are inclusive of all sexual orientations, and gender identities (whether through A.P.P.L.E.S. and their service learning projects or even graduate placement with/research for corporations or government agencies).

EMPLOYEE AND FACULTY BENEFITS

Short Range:

4.1 The Chancellor should issue a formal written statement that includes domestic partners in the spousal relocation initiatives at UNC-Chapel Hill. This would enhance UNC-Chapel Hill‘s image as an LGBTQ-friendly employer. 
4.2 Within Human Resources, there should be a “designated liaison” to serve as an ombudsman or advocate for the needs of LGBTQ employees at UNC-Chapel Hill.
4.3 A flyer detailing same-sex partner benefits available to LGBTQ families should be made available for distribution to employees and should be linked to the Human Resources website.
Mid-Range

4.4 All employees in Human Resources should be encouraged to become better informed about same sex partner benefits and to present information about such benefits to new staff and faculty. Publicizing the existing benefits will be an asset in recruiting LGBTQ staff and faculty to UNC-Chapel Hill.
4.5 As a first step toward implementing the resolutions of Faculty Council and the Faculty Assembly, the University should adopt a clear and agreed upon definition of “domestic partner”. This committee recommends that same sex-spousal or long-term relationships of greater than one-year duration be considered under this category.
4.6 UNC-Chapel Hill should implement a registration procedure that recognizes a domestic partnership relationship and that defines the children of employees and their domestic partners as eligible dependents under benefits packages. Currently, children of UNC-Chapel Hill employees and their domestic partners who have not been legally adopted by the employee who is not the biological parent are not considered eligible dependents.  (See Appendix 4.1)
Long-Range

4.7 Changes in health benefits will require State Law and University System changes. We recommend, therefore, that UNC-Chapel Hill administrators, faculty, and staff initiate a legislative advocacy effort to include all domestic partners of employees (staff and faculty) under health insurance coverage options.

PUBLIC SERVICE AND TRAINING

Short Range:

5.1 In conjunction with recommendation 3.2, a Programming Director should be hired for the Office of LGBTQ Life and Study (see Recommendation 7.5). This position should be apportioned as follows: 50% on campus programming and 50% as a community liaison with LGBTQ populations off-campus. This position should transition into 2 separate full-time positions when funds become available.

5.2 Communication with the Public: To facilitate communication with the broader public, the Office of LGBTQ Life & Study should

5.2A. Create and maintain various communication “focal points” (including a website and P.O. Box), and it should regularly create and distribute newsletters describing its activities.

5.2B Create an accessible, comprehensive archive of LGBTQ life—a lending library of books, movies, periodicals, and other media, with confidential lending.  
5.2C Ensure that publications and fundraising materials distributed to prospective students, parents and alumni include relevant and appropriate stories, essays, and news regarding LGBTQ issues, organizations, and events.

5.3 The Deans of the Graduate and Professional Schools (including the School of Education) should be instructed to formally evaluate their success in: 

Providing all professional and education students with a sensitivity to the experiences of LGBTQ individuals, and 
Producing graduates with specific expertise in working with LGBTQ populations.  All of the professional schools at our University should begin recruiting students and faculty with an interest in focusing in the expertise needed to work with LGBTQ populations. The School of Public Health, for example, has begun to form a task force to examine the needs of LGBTQ populations internal to its programming.  This can serve as a useful model for the other professional schools of the university (see Appendix 5.1).




5.4 Internship Programs
5.4A An internship program focusing on LGBTQ-related public service learning experiences should be established at UNC-Chapel Hill, publicized through both the Office for LGBTQ Life & Study (see Recommendation 7.5) and the Carolina Center for Public Service, and made available to both graduate and undergraduate students. 

5.4B To facilitate internships and collaboration with off-campus organizations, the Office of LGBTQ Life & Study (Recommendation 7.5) should maintain an accurate and exhaustive summary of LGBTQ community organizations, current projects that they are working on, their goals, and their needs.  
5.5 There should be regular workshops by trained professionals to assist LGBTQ-related community groups with organizational development, including defining organizational goals, elaborating strategies for reaching the goals, and identifying strategies for fundraising, recruitment, publicity, evaluation, etc. These workshops should also inform LGBTQ-related leaders about legal, organizational, budgeting, and accounting information relevant to non-profit organizations 

5.6 Provide resources and support for a range of strategies for responding to hate crimes. The Office of LGBTQ Life & Study (Recommendation 7.5) should facilitate increased collaboration and communication between the Dean of Students Office and off-campus LGBTQ organizations on these issues.



Mid-Range
5.7 A Community Liaison should be hired to work explicitly on LGBTQ community capacity- building and to carry out the recommendations outlined in this section of the report.

5.8 The Office for LGBTQ Life & Study should help coordinate continuing education credits for LGBTQ-related trainings for physicians, health educators, mental health providers, social workers and those in other professional areas.  This information should be readily accessible, updated regularly, evaluated to identify gaps and recognize success, and acted upon to make improvements. 
5.9 Working with the Graduate and Professional schools, the Office of LGBTQ Life and Study (Recommendation 7.5) should promote the development of curricula to train individuals to conduct sensitivity trainings.  This might also lead to the creation of a North Carolina LGBTQ Speaker’s Bureau.

5.10 The University should work to train public officials on LGBTQ related policy issues and their effect on LGBTQ communities. 
5.11 The Office for LGBTQ Life & Study (Recommendation 7.5) should encourage and support graduate students and Faculty to regularly research the needs of LGBTQ citizens around the state, as they relate to each of their professional disciplines (Health, Law, Social Work, etc).  Strategies for responding to these needs should also be identified, evaluated, and communicated to the LGBTQ community, regularly, with assistance from the Office of LGBTQ Life and Study.

Long-Range
5.12 Create and develop a network of training and support among all of the schools in the UNC-system.  In particular, as the Flagship University of the North Carolina higher education system, UNC-Chapel Hill should provide assistance, expertise and encouragement to other schools in the UNC system in developing similar school-specific goals and infrastructures of support for their LGBTQ populations.


5.13   Develop a non-accredited certificate program in LGBTQ Community Organizing and Leadership Development to train off-campus LGBTQ leaders.  This is different than the proposed “Certificate Program in Sexuality Studies” for matriculated University students (Recommendation 2.2)
DEVELOPMENT OBJECTIVES

Short Range

6.1 The University should provide funding for an LGBTQ Development Coordinator to conduct LGBTQ-related development work at UNC-Chapel Hill.  This person should be hired immediately to begin following through with the recommendations outlined in this report.  In the short term, this position could be given to a qualified graduate student within the Office of LBGTQ Life & Study (see Section VII), but this position should transition into becoming a full-time, professionally trained development post. 

6.2 The LGBTQ Development Coordinator will serve as a liaison to current Development officers in conveying development needs and priorities for LGBTQ projects at Carolina.  A “Fact Finder” for these development needs should be created as soon as possible. 

6.3 To facilitate LGBTQ fund-raising, designate a Liaison in the Office of University Development to work with the Office of LGBTQ Life & Study (see Section VII), and to serve as a contact for donors interested in supporting LGBTQ projects.  


Mid-Range & Long-Range
6.4 Carolina LGBTQ Alumni Associations: Regional Carolina LGBTQ Alumni Associations have existed for over a decade.  We have identified un-networked “chapters” that have existed at various times in Charlotte, Atlanta, Washington DC, and Chapel Hill.  We strongly recommend that a network of Carolina LGBTQ Alumni Associations be established in locations across the country.  These associations should engage LGBTQ-supportive Carolina alumni and facilitate our securing their support.  In addition, these chapters can also provide networking opportunities for recent graduates of Chapel Hill and additional social opportunities for LGBTQ alumni. 
6.5 “Compassionate Estate Planning”:  A significant concern of LGBTQ senior citizens in the Triangle area of NC is the difficulty they encounter in identifying estate-planning options that focus on giving support to the LGBTQ community.
  Based on focus groups and additional research, it appears that, nationally, there is a huge deficiency in programs that guide LGBTQ donors through a process of estate planning that targets LGBTQ-supportive beneficiaries.  Therefore, we recommend that resources be developed, including materials and seminars which target this population, to make the process easier for older LGBTQ citizens to leave bequests that assist the LGBTQ community affiliated with UNC-Chapel Hill.  This will help fulfill a need for LGBTQ senior citizens, and, of course, will greatly assist development efforts in this direction at UNC-Chapel Hill.  This estate planning strategy, which encourages LGBTQ seniors to make bequests to LGBTQ-focused organizations and initiatives, is increasingly referred to as “compassionate estate planning”.
6.6 Annual Fundraising Event:  Many organizations that serve the needs of LGBTQ citizens have an annual fundraising event.  These events generate substantial liquid resources, but they are also recognized as an opportunity for LGBTQ supporters to come together as a community.  Thus, this is another fundraising strategy that offers the simultaneous advantage of bolstering the LGBTQ community in the process.   Whatever event is planned should take advantage of the unique resources and diversity offered by the university.   
6.7 Direct Appeals by Mail: There are a number of strategies for identifying openly LGBTQ Carolina alumni, and LGBTQ-friendly citizens around the state.  These people will probably be very eager to assist the development of a stronger infrastructure of support for LGBTQ citizens in North Carolina.  Some strategies for identifying promising potential donors include:
LGBTQ oriented magazines sell their subscriber databases for one-time use for fundraising efforts that assist LGBTQ communities around the country.  These lists sell for around $120 / 1,000 names.  In North Carolina, there are roughly 10,000 contacts available through this method.

The LGBTQ student organizations have lists of past members that go back over a decade.  There are estimated to be around 300 names on these lists.

Recent efforts to identify LGBTQ alumni at Triangle-based LGBTQ events have generated a list of approximately 150 people. Although these individuals may be the most likely to be very generous in assisting our development efforts, we expect that support will come from a much larger distribution of patrons.

6.8 Informing Existing Development Officers: Development Officers at UNC-Chapel Hill engage LGBTQ patrons, whether they are aware of it or not.  We recommend that all development officers be provided educational experiences designed to inform them about the particular interests and needs of this population, so as to ensure that LGBTQ alumni feel that they are a welcomed and valued part of the “Carolina Family”.  
INSTITUTIONAL STRUCTURE & POLICY

Short Range

7.1. The Chancellor should immediately instruct the Deans, Chairs, and Heads of all Schools, Departments, and University Offices to review the Nondiscrimination and Sexual Harassment Policies to ensure that: (1) all administrators understand how the policies pertain to sexual orientation; (2) their publications of those policies (including posters) are up-to-date, and (3) they are diligent in the application of the policy in their unit.

7.2. In his annual letter to University employees reminding them of the University’s policies regarding sexual and racial harassment, the Chancellor should also note that the Sexual Harassment Policy covers same-sex sexual harassment, and that the University prohibits discrimination on the basis of sexual orientation.

Institutional:

7.3 The Chancellor should remind the Community & Diversity Committee of its charge with regard to sexual orientation, and in his appointments to the Committee ensure that LGBTQ faculty members are adequately represented.
7.4 In the Committee’s judgment, the EEO/ADA Office has failed to promote and monitor adequately the University’s Equal Opportunity or Nondiscrimination Policy as it applies to LGBTQ individuals.  The personnel of the office should be adequately informed about the nature of the policy as it applies to LGBTQ individuals, and should take a more active role in monitoring the policy with regard to LGBTQ individuals.  In his appointments to the Equal Opportunity Advisory Committee, the Chancellor should ensure that the LGBTQ population is given adequate representation.

7.5 Consistent with the recommendations in earlier parts of this report, the University should create an Office of LGBTQ Life & Study that would consolidate the campus support and academic resources pertaining to LGBTQ concerns.  The proposed administrative structure of the Office, which consolidates the personnel recommendations from earlier in the report, is described in detail in Appendix 7.3, and summarized below:

A Standing Advisory Committee would oversee the activities of the Office, which would report directly to the Provost.

Director of the Office: As proposed in Recommendation 2.2, a tenured faculty member with an initial appointment of 3 years, ½ release time from her/his department, and an administrative stipend would act as Director of the Program in Sexuality Studies and in addition, the Office of LGBTQ Life & Study
Programming Director: As proposed in Recommendations 3.2 and 5.1, a full-time staff member would direct all programming (on and off campus) and provide administrative support to the Office of LGBTQ Life & Study.

Center for Healthy Student Behaviors Position: As proposed in Recommendation 3.1, the “Diversity, Advocacy, Research and Training Coordinator” position that is currently ¼ time devoted to LGBTQ issues should become a full-time position.  This person will oversee and coordinate all programs in Student Affairs dealing with LGBTQ issues and act as a liaison to the Office of LGBTQ Life & Study.

LGBTQ Development Coordinator: As proposed in Recommendation 6.1, one graduate student should be funded at the level of $8,000 for two years to work as the LGBTQ Development Coordinator to develop and implement fund-raising efforts for the Office of LGBTQ Life & Study
Work Study Students (4) 

7.6 Create Leadership awards for members of the University community who have contributed to improving the campus climate for LGBTQ individuals at UNC-Chapel Hill.  These awards should be unfunded at first, but small cash awards ($300-500) should be tied to them within 2-3 years. These awards will be used to “recognize excellence”  and to motivate University community members to get involved with improving the campus climate for LGBTQ people.  Further, The Office of LGBTQ Life & Study should regularly submit nominations for deserving LGBTQ and ally students, faculty, and staff for other campus awards.

7.7 Designated “Liaisons”:  In the short run, at least one member of the Office of University Development, the Human Resources Office, and the EEO/ADA Office should be given the responsibility of acting as “liaisons” or “contact persons” for people enquiring how university policies and programs apply to LGBTQ individuals so as to ensure that policies and programs are properly administered, and represented (see Recommendations 6.3, and 4.2). 

Mid-Range
Policy: 
7.8 The University should revise its Nondiscrimination Policy to eliminate the language describing the policy as an “internal only” policy.  The Committee recognizes that the University is constrained in this regard by North Carolina law as well as the political and social environments of the state.  However, faced with similar constraints, other public universities that UNC-Chapel Hill regards as “benchmarks” have adopted stronger language that sends a clearer message to their University community and the public-at-large about the unacceptability of discrimination based on sexual orientation.

7.9 The University should revise its Sexual Harassment Policy so that it explicitly states that same-sex sexual harassment is covered by the policy.  In this regard, the language already included in the Human Resource SPA Manual statement of the policy is ambiguous, and should not be incorporated into other statements of the policy.
  We recommend, instead, the language used in the University of Maryland’s Sexual Harassment Policy: “Sexual harassment may occur between persons of the same or different genders.” 
Institutional:

7.10 Under the direct guidance of the Proposed LGBTQ Office, the Community & Diversity Committee, and with input from the EEO/ADA Office, the Office of Institutional Research should undertake as soon as possible a study of the climate for LGBTQ individuals at UNC-Chapel Hill.  Follow-up studies should then be conducted at regular intervals of no more than five years.
7.11 Explore creating institutional connections between the UNC-Chapel Hill Office of LGBTQ Life and Study and Duke University’s LGBT Office and Program.
Long-Range

Institutional:
7.12 As suggested in Recommendations 2.11 and 2.12, expand the Program in Sexuality Studies by: (1) conducting a national search for the Director of the program, (2) adding two faculty lines with half-time responsibility in the Program, and (3) creating a course development fund to replace the Williamson Fund.
7.13 As suggested in Recommendations 3.13, 5.7, 6.1, expand the Office of LGBTQ Life & Study by adding two positions: (1) one devoted to coordinating public service programming and linkages to the off-campus LGBTQ community, and (2) a position devoted to Development to replace the recommended part time graduate student.  
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MEMBERSHIP ROSTER OF PROVOST’S LGBTQ CLIMATE COMMITTEE

Jane Burns, Ph.D., Women’s Studies Curriculum

Erin G. Carlston, Ph.D., English Department 

Pamela Conover, Ph.D., Political Science Department  

(Chair of the LGBTQ Planning Committee)

Jon Curtis, M.A., Carolina Union

Jennifer Daum, undergraduate

Melissa Exum, M.S., Ph.D.  Dean of Students

Marcie Fisher, Center for Healthy Student Behaviors

Glenn Grossman, Doctoral Student  

(Administrative Assistant for the LGBTQ Planning Committee)

Laura Gassaway, Ph.D., Law School

Rudy Kleysteuber, undergraduate

Sam Magill, Ph.D., Office of University Development

Jamie Sohn, undergraduate

Ronald P. Strauss, D.M.D., Ph.D., School of Dentistry

Traci Wike, graduate student, School of Social Work

Wayne Wilson, M.P.H.  UNC-Chapel Hill Alumnus

APPENDIX 2.1 
AWARDS MADE BY THE WILLIAMSON COMMITTEE

FOR COURSE DEVELOPMENT

Spring, 1996: 

1. "The New Queer Cinema”, Department of Germanic Languages and Comparative Literature, Professor Alice Kuzniar, 

2. "Queer Justice: Rhetorics of Law and Disobedience in Lesbian, Gay and Bisexual Life," Professor Eric Doxtader, Department of Communication Studies 

3. “Out Since Pop: The Queering of Postmodern Art”, Professor Carol Mavor, Department of Art History 

4. “Language and Power," Professor Megan Crowhurst, Department of Linguistics, 

Fall, 1996:

1. Professor Alice Kuzniar, Department of Germanic Languages, an award of $1,600.00 to bring the lesbian filmmaker Su Friedrich to campus on December 3, 1996 in conjunction with her course "New Queer Cinema." 

2. Course on the articulation of homosexuality in fiction in America, Britain, and the Commonwealth countries since 1945 Professor Pamela Cooper, Department of English 

3. Feminist Theory and Literary Criticism English 90b English 291 ("Studies in Recent Literary and Cultural Theory", Professor Laurie Langbauer 

Spring, 1997:

1. "Queer Strategies and Art Practices," Professor elin slavick, Department of Art 

2. “Human Sexuality and Sexual Identities”, Lori Messinger, School of Social Work, 

3.  “Southern Gay and Lesbian Writers in the Twentieth Century”, Mab Segrest, Women's Studies 

Fall, 1997 
1. "Lesbians in History”, Professor Judith Bennett, Department of History, 

2.  “Politics of Sexuality”, Professor Pamela Conover, Department of Political Science 

3.  A unit on gay men and lesbians in Comm 150, "Media and Popular Culture, Professor Ken Hillis, Department of Communication Studies 

4. “The Arts of Love" and "Aestheticism”, Professor Eric Downing, Curriculum of Comparative Literature.  Revises two courses "in such a way as to deal substantially with topics relating to gay men and lesbians. 

5. “Introduction to Gay and Lesbian Studies”, Dr. Michael Petit, Department of English, 

Spring, 1998
1. “Queer Strategies and Art Practices”, elin slavick, Art Department, 

2.  “Space, Place and Difference”, Professor Altha Cravey, Department of Geography, a unit on gay and lesbian issues in her Geography 125 

3.  “Racial Representation and Sexual Difference."  Professor Mae Henderson, Department of English, 

4.  “Black Nationalism”, Professor Michael West in the Department of African and Afro-American Studies 

Fall, 1998 

1. “Electronics Information Sources."  Professor Debashis Aikat in the School of Journalism to enhance course materials for JOMC 50, 

Spring, 1999 
1. Course deals with the question of how attitudes toward homosexuality embedded in the cultures of America, Russia, Japan, and China affect the way alternative economic systems are engineered and how systems affect homosexual status. Professor Steven Rosefielde in the Department of Economics to add a component to his Economics 169 course 

2. “Subjectivity and Morality in the Urban World of Film Noir."  Professor Ken Hillis in the Department of Communication Studies 

3. Gay and lesbian issues as they relate to communication on the Internet.  Professor Deb Aikat in the School of Journalism and Mass Communication JOMC 154 

4. “Reparative Work: Psychoanalysis, Creativity and the Queer Body.”  Professor Carol Mavor in Art 

Fall, 1999
1. “Gay, Lesbian, Bi-sexual, and Transsexual Literature of the Ancient Regime”, Professor Mallary Masters in the Department of Romance Languages 

2. “Queer Latina/o Literature and Visual Art.” Professor María DeGuzmán in the Department of English 

3. “Sex, Love, Marriage, and Intimacy: The Politics and Privacy of Relationships”, a freshman seminar offered by Professor Kathryn Starkey in the Department of Germanic Languages 

4. ”Introduction to Internet Issues and Concepts.”  Professor Deb Aikat in the School of Journalism and Mass Communication to develop course materials that address Internet issues related to gays and lesbians for JOMC 191 

5.  “Gay and Lesbian Culture in the Hispanic World.” Professor Alejandro Mejías López in the Department of Romance Languages 

Fall, 2000
1. “Mating and Marriage in American Culture” and “Studies in American Memory.” Timothy Marr in the Curriculum of American Studies to develop course materials that address gay and lesbian issues in his courses “ 

2.  “Seminar in Media Analysis: Critical Approaches to Communication in the Digital Age”  Deb Aikat in the School of Journalism and Mass Communication to develop course materials that address internet issues related to gays and lesbians for JOMC 302.1 

3. Peter Whitridge in the Department of Anthropology, to reconfigure Anthropology 158 to include discussions of queer archaeology. 

4. “Topics in Gay and Lesbian Poetry and Fiction,” Tyler Curtain, English 

5.  “Sexuality and the Law”, Gene Nichol in the School of Law

6.  “Methods in Queer Analysis”, Rich Cante in the Department of Communication Studies. 

Spring, 2001
1. “Identity Undone: representing queerness in video.” Tammy Rae Carland in the Department of Art 

2.  “Latin American and Latino Theater in the Margins.” Stuart Day in the Department of Romance Languages 

3.  “Gay Men, Lesbians, and US Visual Culture Since 1970.” Rich Cante in the Department of Communication Studies 

4. JOMC 191, “The Global Impact of New Communication Technologies.”  Deb Aikat in the School of Journalism and Mass Communication to develop course materials that address internet issues related to gays and lesbians
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Department of African and Afro-American Studies 

Michael West 

Curriculum of American Studies 

Timothy Marr

Department of Anthropology 

 Peter Whitridge

Department of Art 

Elin Slavick 

Tammy Rae Carland

Carl Pope 

Department of Art History

Carol Mavor

Asian Studies

Sahar Amer

Department of Communication Studies

Rich Cante 

Eric Doxtader

Ken Hillis

Curriculum of Comparative Literature 

Eric Downing

Department of Dramatic Art 

Milly S. Barranger

David Hammond

Department of Economics 

Steven Rosefielde

Department of English

Erin G. Carlston

Pamela Cooper

Tyler Curtain

María DeGuzmán 

Mae Henderson 

Laurie Langbauer

Michael Petit

Department of Geography 

Altha Cravey

Department of Germanic Languages

Alice Kuzniar

Kathryn Starkey

Department of History 

Judith Bennett

Chris Browning

Stanley Chojnacki

Jacquelyn Hall

Sylvia Hoffert

Department of Linguistics 

Megan Crowhurst

Department of Music 

David Schulenberg

Department of Political Science 

Pamela Conover

Department of Recreation and Leisure Studies 

Beth Kivel

Deb Bialeschki

Department of Romance Languages

Martine Antle

Stuart Day

Alejandro Mejías López

Department of Slavic Languages

Christopher Putney

Department of Sociology

Sherryl Kleinman

Women’s Studies

Karen Booth

School of Journalism

Debashis Aikat

School of Law

Adrienne Davis

Gene Nichol

 Matt Stiegler

School of Medicine

Department of Obstetrics and Gynecology

Paul Roddenberry 

Dentistry 

Ron Strauss

School of Public Health

Dorothy Browne

APPENDIX 2.3

THE FOUR CORE COURSE REQUIRED 

FOR UC BERKELEY’S SEXUALITY STUDIES MINOR

1. “Alternative Sexual Identities and Communities in Contemporary American Society.” 

An introduction to varied dimensions of alternative sexualities in contemporary United States, with a focus ranging from individuals to communities. This course will use historical, sociological, ethnographic, political-scientific, psychological, psychoanalytical, legal, medical, literary, and filmic materials to chart trends and movements from the turn of the century to the present. This course satisfied the American Cultures requirement.

2. “Interpreting the Queer Past: Methods and Problems in the History of Sexuality.” 

This course examines interpretive issues in studying the history of sexuality and the formation of sexual identities and communities. Considering primary documents, secondary literature, and theoretical essays, we investigate specific historiographical concerns and raise questions about historical methodology and practice. This course also listed as Women’s Studies C145.

3. “Sexuality, Culture, and Colonialism.” 

An introduction to social theory and ethnographic methodology in the cross-cultural study of sexuality, particularly sexual orientation and gender identity. The course will stress the relationships between culture, international and local political economy and the representation and experience of what we will provisionally call homosexual and transgender desires or identities. This course is also listed as Anthropology C147B.

4. “Cultural Representation of Sexualities: Queer Visual Culture.” 

This course examines modern visual cultures that construct ways of seeing diverse sexualities. Considering Western conventions of representation during the modern period, we will investigate a variety of media, including film, television, and video. How and when do “normative” and “queer” sexualities become visually defined? This course is also listed as Women’s Studies C146.

APPENDIX 3.1 

SELECTED HISTORY OF CAMPUS HARASSMENT 

AGAINST LGBTQ STUDENTS

Whereas most students benefit academically from participation in extra-curricular activities, the openly LGBTQ student leaders of (listed in historical order) Carolina Gay Association (CGA), Carolina Gay and Lesbian Association (CGLA), B-GLAD and QNC have been hurt by their leadership activity. When a student group such as Company Carolina (a student operated theatrical group) operates, it does so with the knowledge that they are not dealing with life and death issues. They also know that they have support from their families and individuals in the UNC-Chapel Hill community. The leaders of QNC/B-GLAD/CGLA/CGA have not had that history of support. 

“Anyone who took a significant role in B-GLAD had their GPA’s go down. Everyone’s GPA suffers,” former B-GLAD treasurer 1994-1995.

· In 1973, Dan Leonard, a medical student, founded the Carolina Gay Association (CGA) as the first Gay college student organization in the southeast. The next semester, he withdrew from school.

· In 1989-’90, the co-chair of the Carolina Gay and Lesbian Association, Marc Boneston, resigned from office mid-semester. Shortly after, the treasurer and another executive board member resigned in order to save their academic careers. 

· Another co-chair, Chris Birigni was forced to resign from leadership when his parents threatened to withdraw their financial support. They accepted the fact that he was gay, but didn’t want him to be public about it. 

· Donald Chausey, the co-chair of B-GLAD resigned mid-semester in 1995. He couldn’t balance the pressures of B-GLAD and his school work.

· The treasurer of B-GLAD was cut off financially by his parents after his freshman year because of his activity with B-GLAD. He is now finishing his degree nine years later.  

· Amanda Maris (co-chair of QNC, 1998-99) spent an extra semester at Carolina in order to finish her degree. While she was co-chair, she went part-time in order to pass all of her classes. 

· The current female co-chair of QNC, a fifth year senior, has not successfully completed more than twelve credit hours per semester for the last five semesters. Her GPA has declined proportionately to her level of participation in her five-semester involvement with QNC. 

In August 1998, B-GLAD (Now known as QNC) sent out an email to the entire student body advertising their first meeting of the year. The following comments are a sample of the email messages taken from a log kept by B-GLAD, and were directed from individuals in the UNC-Chapel Hill community to the B-GLAD secretary, Stephen Joyce.

· Don’t ever send me any of your gay mail again! You people are disgusting. Go to hell!

· I don’t know where you got my address but don’t ever email me… you strange people shouldn’t have meetings with people but with psychologists.  If I receive any more mail form you or any of you strange people I will report this to the unc.edu postmaster. 

· Your intrusion is not appreciated. If I wanted anything to do with your immoral liberal-ass group then I would ask. Until then, you can take me off your faggot mailing list. I do not support your group, nor will I ever, and I resent the fact that money from my pocket goes to fund your unethical group.

· Let me get right to the point. I’m not gay, never will be, and I never intended on it. Don’t ever email me again. I cannot stand gay people. Fags make me so fuckin 



Sick. What’s wrong with you stupid people? That’s just the way I am so don’t be 
offended by this.  Thanks for your time.

· FAG! 

· NEVER SEND ME THIS SHIT, OR ANY OTHER GAY SHIT, AGAIN!

· Guess what? I’m starting an anti-fag club. Wanna join? Don’t ever send me anymore of you bullshit email.

· You need to worry about yourselves and quit recruiting normal people for your hopeless cause. 

· Look mother fucker, don’t ever email me again. I don’t mean to offend you or anything, but I’m not gay and I never will be a fag either. Therefore, I suggest that you find another stupid mother fucker to turn him or her into fags like you. Until then you can eat a fat dick, on second thought you might enjoy that too much. Good bye and Fuck Off Fag.

Events Documented by Carolina Alternative Meetings of Professional and graduate students (CAMP)

· Two LGBTQ students have written the Chairs of CAMP suicide notes.  One of these incidents resulted in the Chair calling the police and sitting in the hospital with the individual as he received care.

· A lesbian couple that was holding hands on Franklin Street in 1998 had a soda can thrown at them while the passerby yelled, "DYKE!"   A similar event happened to another woman on Franklin St. in 1999:  a can of soda was thrown in her car as someone yelled, “dyke”. 

· In November of 1998, CAMP sent out an email describing its creation and its planned activities to graduate and professional students across campus.  In the email there was a blurb that said that UNC had finally moved into the 90’s.  A professor in the School of Dentistry wrote back, “Remove me from your email list immediately.  We haven't moved into the '90's yet.”

· In 1998 a concerned lesbian couple created a campus map and drew the areas that they thought were "safe" to hold hands and places that they thought were "unsafe" for people to know they were gay.  After putting together the map, they concluded, that they didn't feel very safe anywhere on campus.

· A lesbian professional student wrote the executive board of CAMP an email after she received her LGBT resource guide and said it was “truly a lifeline” and that she felt so isolated and stigmatized in her department that if she hadn’t received it she didn’t know what she would have done.

· A Co-Chair of CAMP reported being verbally harassed on campus or Franklin Street at least once a semester, while enrolled at UNC

· In 1999, a co-chair of CAMP stood on Franklin Street handing out flyers about an LGBTQ listserv.  He was surrounded by a group of undergraduates and violently shoved back and forth between them, as they yelled, “Faggot”.  This incident was reported to the Chapel Hill police several hours later, but they were unable to locate the harassers.

· Three years ago, 4 gay and lesbian undergraduates were eating late at night at a restaurant in University Square.  Four heterosexual undergraduate males and their girlfriends sat down next to them and said, “fucking faggots”.  One of the gay students replied that they were being “homophobic”.  Then one of the heterosexual men said, “you cock suckers make me sick, nothing but a bunch of fucking disgusting faggots, I'm going to kick your mother-fucking ass when you walk out of here."    The heterosexual men were kicked out of the restaurant.  However, they waited outside and then physically assaulted the gay and lesbian students later in the evening.  One of the gay students required stitches.  The LGBTQ students reported the incident to the police, but nothing came of it.

· In 1995/1996, members of UNC’s Student Congress attempted to prohibit B-GLAD from receiving student activity fee money because it “promoted homosexuality”.  Around that time, B-GLAD’s membership list was stolen from its office, and the perpetrator threatened to release the names publicly, thereby “outing” the closeted members.

APPENDIX 3.2
DESCRIPTION OF NEEDS IDENTIFIED BY THE

 “DIVERSITY, ADVOCACY, RESEARCH & TRAINING” COORDINATOR

In fall of 2000, this position was created within the Center for Healthy Student Behaviors at Student Health Services to improve our capacity to serve specific student populations that demonstrate a high level of “health risk behavior” (such as substance abuse, stress/isolation, increased HIV/STI risk), and to increase individual students’ capacity to serve as advocates for both personal and community health.   Among the targeted student populations, the LGBT student population was expected to comprise approximately 25% of the workload for the position.  Since fall of 2000, however, there has been a dramatic increase in students’ needs related to sexual orientation, specifically:

Fall of 2000

Spring 2002

1.  Weekly Coming Out Support group  


8 members
 30 members

2.  Referral Calls



                      5 total  
2 per week

3.  Request for programs, training, research 

2 total

2 per week

     and educational related information

4.  Individual student appointments for resources 
2 total

2 + weekly

     and referral

Other LGBT specific duties
· Developed new Safe Zone Training and serve as lead trainer for the workshops that have trained over 100 staff, faculty, and students in the last year

· Provide ongoing support and resources to LGBT student organizations

· Supervised LGBT administrative assistant Spring 2001

· Supervise LGBT 30-hour a week graduate intern from School of Social Work 2001/2002

· Provide sensitivity trainings for dorms, Orientation Leaders, RA’s, and graduate and undergraduate classes

Evaluation Responses by RAP group participants:

“I don’t know what I would do without a space like this.”

“You saved my life, literally.”

“I appreciate having somewhere to go and share my life without judgment.”

“I was really in a difficult life space when I started coming here—I felt really isolated within a conservative program, very far from home, etc.  This really, really saved my life in so many ways—It is so important, the work we do here—thank you.”

APPENDIX 4.1

Example Domestic Partnership Registration Form

Important Notice: You should seek legal advice before signing this affidavit to ensure that you understand the possible legal effects of this acknowledgment of a Domestic Partner relationship.
MetLife
AFFIDAVIT OF DOMESTIC PARTNERSHIP
This affidavit is to be completed by both the employee and the declared Domestic Partner. If more space is needed, please use Section 3 on the reverse side of this affidavit. The affidavit must be notarized before submitting it to your employer.

Section 1. Domestic Partnership Requirements 

We certify that:
(1) we have an exclusive mutual commitment to share responsibility for each other's welfare and financial obligations which has existed for at least 12 months prior to the enrollment of the Domestic Partner for MetLife coverage(s) and which is expected to last indefinitely;

(2) we have maintained the same residence for at least 12 months prior to the enrollment of the Domestic Partner for MetLife coverage(s);

(3) we are each 18 years of age or older;
(4) neither of us is married;
/5) we are not related by blood in a manner that would bar our marriage in the. state of ___________
_______________ [state in which we reside]; and

(6) neither of us has had another domestic partner within 12 months prior to the enrollment of the Domestic Partner for MetLife coverage(s).

We also certify that two or more of the following exist as evidence of joint responsibility for basic financial obligations (Please check those items that apply);

· joint mortgage or lease

· designation of the Domestic Partner as durable power of attorney or health care proxy 
· joint wills or designation of the Domestic Partner as executor and/or primary beneficiary 
· joint bank account, joint credit cards or other evidence of joint financial responsibility 
· designation of the Domestic Partner as beneficiary for life insurance or retirementbenefits
· other evidence that establishes economic interdependence (please specify in Section 3).

* If enrolling for fife insurance, at least one of the above must be either: a joint mortgage or lease; or designation of the Domestic Partner as durable power of attorney or health care proxy.
APPENDIX 4.1  (continued)

Section 2. Declaration of Domestic Partnership
We declare that the statements in Section 1 are true and correct. We have read and understand the terms and conditions contained in this affidavit. We understand that any misrepresentation of fact can result in loss of coverage and liability for incorrect insurance benefit payments.

(1) Print Employee Name:_____________________________________________
Employee Signature:_____________________________ DATE:____________
(2) Print Domestic Partner Name: _________________________________________
Domestic Partner Signature:_______________________________________________________DATE:____________
(3) Address of Employee and Domestic Partner _________________________________
(4) On what date did your Domestic Partnership begin? _____________________________
Section 3. Additional Information (if necessary)
Section4. NOTARIZATION
State of ______________ County of_______________________________________

On this ____ day of _____ in the year of _______, before me _____________ personally

appeared_______________________, personally known to be (or proved to me on the basis of

satisfactory evidence) the persons whose names are subscribed to this instrument and acknowledged that they executed it.

SIGNATURE AND SEAL OF NOTARY PUBLIC

Instructions to Employee:
Return the original notarized copy of this affidavit to your employer.
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LETTER TO THE DEAN OF THE SCHOOL OF PUBLIC HEALTH

January 30, 2002

Dean William Roper
School of Public Health Dean’s Office

101 A Rosenau Hall, CB #7400

Chapel Hill, NC  27599

Dear Dean Roper,

Many members of the UNC School of Public Health are very excited by the recent interest in lesbian, gay, bisexual, and transgender (LGBT) health issues both at the local and national level.  We would like to initiate a formal collaboration between the School of Public Health leadership, the SPH LGBT Caucus, and other parties in the school to identify and address LGBT health issues and needs within the school, the broader campus, and the larger community.

One of the goals of Healthy People 2010 is to eliminate health disparities among different segments of the population, including health disparities that occur in relation to sexual orientation and gender.  Focusing on this area, a companion document was developed through a strong collaboration between national LGBT organizations and federal agencies.  We have attached the Appendix from this document that describes specific recommendations and strategies for achieving the Healthy People 2010 goals (http://www.glma.org/policy/hp2010/). 

We feel that the School of Public Health should play an important role in responding to these recommendations.  We would like the School of Public Health to formally establish a task force to identify and address LGBT needs in the following areas:

· Research

· Community-based practice

· Professional training

· Educational preparation, including curriculum development

· And other forms of support, including administrative and financial 

We would like the task force to reflect the diversity within the School of Public Health and the off-campus community.  The provost has established a committee to look at the broad needs of the LGBT campus community.  We hope that the School of Public Health will build on this further to address our specific needs.

We, the undersigned, want to express our enthusiastic support for developing a task force to examine these issues.  We would like to take the next step to schedule a meeting with you to discuss these ideas further.  Please feel free to contact us by phone (919)544-3120 or email at zke1@email.unc.edu.  Thank you for your consideration.

Sincerely,

School of Public Health Lesbian, Gay, Bisexual, and Transgender Caucus 

Zoe Enga

Glenn Grossman
Kate Shirah

Aundra Shields


Chair


Treasurer

Representative

Advisor

HBHE


Epidemiology

HBHE





zke1@email.unc.edu
glenng@email.unc.edu
Kate_Shirah@med.unc.edu

cc: Aundra Shields, Associate Dean for Students
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 NONDISCRIMINATION POLICIES AT 

SELECTED BENCHMARK UNIVERSITIES

University of Colorado
“The University of Colorado at Boulder (UCB) is committed to ensuring and environment in which diversity is a fundamental value. We believe that greater diversity will enhance the quality of UCB and enrich understanding between students, employees and the entire community.

UCB believes that it is important to use outreach to recruit a high quality diverse student body and workforce. 

UCB provides equal opportunity for all students and applicants for admission and for all employees and applicants for employment regardless of race, color, creed, religion, national origin, sexual orientation, veteran status, age, or sex, except where sex or age is a bona fide occupational qualification. Discrimination on the basis of disability in educational programs and activities and employment at UCB is prohibited. 

UCB expects all of its students and employees to join together to ensure

a climate of diversity where everyone values individual and group differences, respects the perspectives of others and communicates openly to attain the best education. 

Responsibilities for assisting with implementation of equal opportunity and affirmative action programs at UCB are assigned to Garnett K. Tatum, Director of the Department of Equal Opportunity and the Americans with Disabilities Act Coordinator. His office is located at 209Willard Hall. The telephone number is (303) 492-6706. 

Richard L. Byyny, Chancellor

Dated: November 15, 2001”

University of Michigan
Non-Discrimination/Affirmative Action Statement
 “The University of Michigan is a non-discriminatory, affirmative action employer. As evidence of its commitment to the principles of non-discrimination and affirmative action the following policy has been established:

 Regents’ Bylaw Section 14.06

 Nondiscrimination and Affirmative Action 

 
The University of Michigan is committed to a policy of nondiscrimination and equal  opportunity for all persons regardless of race, sex, color, religion, creed, national origin or ancestry, age, marital status, sexual orientation, disability, or Vietnam-era veteran status.


The University is also committed to compliance with all applicable laws regarding nondiscrimination and affirmative action. Revised: 9/23/93


Further, the University, through its employment practices and procedures, seeks and employs qualified staff for all its diverse activities and at all of its facilities. It further believes that employment decisions should be based on an individual’s abilities and qualifications and should not be based on irrelevant factors or personal characteristics which have no connection with job performance. Therefore, the University provides equal opportunities in employment by administering each and every phase of its human resources program without regard to race, sex, color, religion, national origin, ancestry, age, marital status, disability, Vietnam-era veteran status or sexual orientation. In this connection, the University has affirmative steps to ensure its commitment to equal employment opportunity. (SPG 201.82, 201.84,

                         201.87)


The University is further committed to maintaining an academic and work environment free of sexual harassment. If you are experiencing conduct which you believe constitutes sexual harassment, you can make a report to your department head, to a designated complaint receiver in your work area, or to the Sexual Harassment Policy Office in Human Resources and Affirmative Action at 734-763-8938. You may also receive confidential counseling from the Faculty and Staff Assistance Program at 734-936-8660 or the Sexual Assault Prevention and Awareness Center at 734-936-3333 (SPG 201.89).


The University is committed to an environment that is free from discriminatory harassment and is prepared to act to prevent or correct discrimination and discriminatory harassment on the part of faculty and staff. (SPG 201.89-1) If you believe that you are experiencing discriminatory harassment, you can make a report to your department head, to the Office of Equity and Diversity Services at 734-773-0235, or to the Employee Relations Office at  734-763-2387.


The University is committed to full compliance with the requirements of the Americans with Disabilities Act of 1990 (ADA) as well as all other applicable federal and state laws pertaining to individuals with disabilities. The ADA is a federal civil rights law which protects qualified individuals with disabilities from discrimination in all University employment practices. Qualified persons who have a disability as defined by law are entitled to receive “reasonable accommodation” if it is needed to perform the essential functions of their position and may request such accommodation by contacting their immediate supervisor. The ADA also require that qualified people with disabilities be provided equitable access to the University’s programs, services and activities. 


The University has adopted internal grievance procedures for prompt and equitable resolution of complaints about discrimination on the basis of disability. Either subsequent to or instead of following an informal resolution process, a complainant may elect to pursue resolution through a formal charge alleging illegal discriminatory treatment. Staff have internal mechanisms available to pursue a formal complaint resolution. All employees represented by a union must pursue a formal charge through the grievance procedure in the relevant collective bargaining agreement. All other employees may pursue a formal charge through the appropriate grievance procedure set forth in the Standard Practice Guide. Any individual may file a complaint by contacting the University’s ADA Coordinator in the Office of Equity and Diversity Services at 734-763-0235 or 734-647-1388 (TDD). This office can provide copies of the Disability Resource Guide and other information and assistance regarding disability issues, including informal and formal resolution processes. On the Dearborn campus, issues relating to Non-Discrimination/Affirmative Action can be directed to the Office of Human Resources and Affirmative Action, 1050 Administration Building, 313-593-5190. On the Flint campus, individuals may contact the Office of Affirmative Action and Diversity Services, 217 UCEN, 810-762-3169.”
University of Texas
“December 1, 2001 

                       Equal Employment Opportunity/Affirmative Action

                                   Program Policy Statement

The University of Texas at Austin is an equal employment opportunity employer. The University does not discriminate on any basis prohibited by applicable Federal and/or State law including race, color, religion, sex, national origin, disability, age, citizenship status, Vietnam era or special disabled veteran status in recruitment, employment, promotion, compensation, benefits, or training. It is also the University’s policy to maintain a work environment free from discrimination on the basis of sexual orientation. The University of Texas at Austin remains committed to seeking the best-qualified person to fill each available position and will reward each employee based on his or her job performance.

As President, I reaffirm our pledge to base decisions on employment and promotion on the principle of equal employment opportunity. In addition, the University will ensure that all personnel actions will be administered without regard to race, color, religion, sex, national origin, disability, age, citizenship status, Vietnam era or special disabled veteran status, or sexual orientation.

This Equal Employment Opportunity/Affirmative Action policy shall be implemented throughout the University. It is the responsibility of all departments and personnel to ensure the University’s compliance. Monitoring and reporting procedures for faculty and classified staff have been instituted and in operation for some years.

At this University, Equal Opportunity Services (formerly, the Equal Employment Opportunity/Affirmative Action Office) has been established since 1973 to investigate allegations of discrimination. Complaints regarding impermissible discrimination should be brought to Equal Opportunity Services. Linda H. Millstone, the Director of Equal Opportunity Services, reports directly to the President on allegations of discrimination. Any employee who feels he or she has been discriminated against should contact Ms. Millstone, 206 Flawn Academic Center (471-1849). All inquiries will be confidential, to the extent permitted by law, and no employee should fear reprisals.

Equal Employment Opportunity is the law; discrimination is prohibited by the Civil Rights Act of 1964, the Executive Order 11246 as amended, the Rehabilitation Act of 1973, the Vietnam Era Veterans Readjustment Act of 1974, the Age Discrimination Act of 1967, as amended, the Immigration Reform and Control Act of 1986, the Americans with Disabilities Act of 1990, and the Texas Labor Code, Chapter 21. Anyone who believes he or she has been discriminated against on the basis of race, color, religion, sex, national origin, disability, age, citizenship status, or Vietnam era or special disabled veteran status may contact the United States Government’s Equal Employment Opportunity Commission or the Office of Federal Contract Compliance Programs, (both of which are in San Antonio) or the Texas Commission on Human Rights located in Austin.

As University President, I commit this institution to fulfill both the spirit and the law of Equal Employment Opportunity/Affirmative Action.

· Larry R. Faulkner, President”

University of Virginia
“April 26, 1996                                                 

The University does not discriminate in any of its programs, procedures, or practices against any person on the basis of age, citizenship, color, disability, national origin, political affiliation, race, religion, sex, sexual orientation, or status as a disabled veteran or veteran of the Vietnam era. The University is an equal opportunity/ affirmative action employer.

The Office of Equal Opportunity Programs (Office of EOP) is responsible for the enforcement of the University non-discrimination obligations. A faculty member, staff employee, or student having a complaint of prohibited discrimination may file a discrimination complaint with the Office of EOP subject to the standards and in accordance with the University of Virginia Discrimination Complaint Procedures.”
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STUDENT AFFAIRS LISTING:

LESBIAN, GAY, BISEXUAL, AND TRANSGENDER (LGBTQ) PROGRAMS
Division of Student Affairs
The University of North Carolina at Chapel Hill is a supportive advocate for inclusiveness and diversity within the campus community leading to a welcoming educational environment for all. Although not an exhaustive nor all inclusive list, the following are some of the LGBTQ educational and support programs offered on campus.

Dean of Students | Counseling & Psychological Service | Student Health Service: Center for Healthy Student Behaviors 
UNC Student Organizations | Event Listserv
The Office of the Dean of Students
http://www.unc.edu/depts/dos
· Safe Zone: A program that provides training to Allies of the LGBTQ community on how they can provide safe space to members of the LGBTQ Community. 
http://www.unc.edu/depts/dos/safezone/ 
· Sexual Orientation Policy: Along with the other policies on sexual and racial harassment, DOS serves as the intake point for grievances filed against faculty or staff by students due to harassment based on sexual orientation.
· Mediation and (re)Conciliation: Services provided by trained members of the Mediation Center to assist parties in discussing their issues in a controlled and private forum to resolve conflicts or facilitate improved relationships.
Counseling & Psychological Service
http://www.unc.edu/depts/unc_caps 

· Individual Counseling/Consultation: CAPS provides LGBTQ students an opportunity to discuss personal concerns within a private and confidential relationship with a licensed mental health professional. No issue is too small or too large for discussion.
· Group Counseling/Workshops: CAPS provides group counseling and workshops for LGBTQ students who experience issues related to the LGBTQ experience. These groups and workshops are arranged on a request basis and must have a minimum of seven students in the group.
· Couples Counseling: CAPS provides LGBTQ student couples counseling which addresses their relationship concerns. 
Student Health Service: The Center for Healthy Student Behaviors
http://studenthealth.unc.edu/chsb
· “Coming Out” Support: 
http://www.shs.unc.edu/chsb/human_sexuality/services.html#comingout 
· Rap Group: An informal support group where students can share personal experiences, hang out, and receive support in the “coming out” process. 
· Individual Appointments: Free, confidential appointments which offer referral and resource support.
· HIV Counseling & Testing: Free, confidential, protected testing options are available.
http://www.shs.unc.edu/chsb/human_sexuality/services.html#hiv
· Sexual Health Counseling in the CHECS Clinic: Carolina Health Education Counselors for Sexuality (CHECS) are trained to discuss any sexual health topic desired including safer sex, how to communicate with partners, sexually transmitted infections, HIV/AIDS, sexual decision-making, sexual assault, and contraceptive options.
http://www.shs.unc.edu/chsb/human_sexuality/services.html#sex
· Schedule an Outreach Programs for your Campus Group: LGBTQ 101: Expand your knowledge of LGBTQ issues and how they affect all of us. What is homophobia? What are the issues that face LGBTQ students? Learn how can you be an alley and what resources are available on campus. This program can be tailored to the specific needs of the requesting group. Issues of coming out, same sex violence, and/or assault can be included. 
http://www.shs.unc.edu/chsb/human_sexuality/services.html#outreach
· LGBTQ Information and Links in the SHS Virtual Health Library
http://www.shs.unc.edu/library/LGBTQ.html
UNC Student Organizations

· Carolina Alternative Meetings of Professional and Graduate Students (CAMP):
http://www.unc.edu/student/orgs/campsite
Camp exists to support GLBT students in all graduate and professional degree programs as well as to provide a social forum for students who are part of this community. 
· To Subscribe: Send a message to: camp-mail-request@listserv.unc.edu 
In the body of the message type: subscribe

· Address: Student Union, Suite A room 215-F

· Queer Network For Change (QNC):
http://www.unc.edu/~bglad (also has listserv accessible through website)
QNC is an officially recognized student organization of the UNC at Chapel Hill, open to anyone. We provide support to LGBTQ and questioning individuals in the coming out process; we educate ourselves and the greater community in LGBTQ issues and topics; we are an advocacy, a political, a social, and a cultural group; we create a unified LGBTQ and allied power on campus. 
· Contact : bglad@email.unc.edu (919) 962-4401

· Address: Carolina Union Box 39, CB #5210, The University of North Carolina at Chapel Hill, Chapel Hill, NC 27599

· Lambda Law Students Association:
http://www.unc.edu/student/orgs/lambda
The Lambda Law Students Association is a support and advocacy organization for lesbian, gay, bisexual and transgender students and allies at the University of North Carolina School of Law. Lambda sponsors projects and activities that express the LGBTQ perspective and address the intersection of law and sexual identity. We host speakers, panels, social activities and other events. In addition, we strive to work with other student organizations on issues of common interest. Lambda provides legal services for the greater LGBTQ community. We offer power of attorney clinics a number of times a year, and we are looking into setting up an AIDS clinic that would provide legal services for people living with HIV/AIDS.
· Gay, Lesbian, Bisexual, Transgender, and Allies Medical School Association:
This organization is being created as a means of providing support to students enrolled in the UNC School of Medicine who identify as gay, lesbian, bisexual, or transgender. It is also our goal to serve as a source of information for students and faculty who are interested in learning more about these specific communities and the unique health challenges that they face. 
· Contact: (919) 843-8273 across@unc.edu
· Listserv: Complete short form at http://listserv.unc.edu/cgi-bin/lyris.pl?enter=glbtmed
· Gay, Lesbian, Bisexual and Transgender (GLBT) Caucus at the School of Social Work:
http://ssw.unc.edu/sowoso/sowoso.html
The caucus is part of the general social work student organization (SoWoSO) of UNC-CHSchool of Social Work. The caucus is comprised of students at the UNC-CH School of Social Work. Although membership is only open to social work students, the caucus seeks to cooperate and collaborate with other campus and local organizations on issues pertinent to the LGBTQ community. 
· Phone: (919) 933-3255 (home) (919) 962-1225 (school)

· Email: joys1@email.unc.edu
· Listserv: Open only to those in the caucus
· Courage – UNC Alumni Community:
http://www.couragenc.org
Courage exists to serve the GLBT alumni community at the UNC-CH. The organization was founded with the purpose of achieving four central goals: 
· to provide opportunities for recent GLBT graduates of UNC-CH to network with others in their chosen fields of work

· to provide social opportunities for GLBT graduates to mingle and interact with others

· to strive to make the UNC-CH campus a more accepting, relaxed and safer place for students of all sexual preferences

· to encourage others to become role models for current UNC-CH GLBT students
Local Events

This is an electronic weekly calendar of events in and around UNC-Chapel Hill’s campus. This listserv is for information about local LGBTQ-related event only and sends out one message at the beginning of each week. To subscribe, send a message to local-events-request@listserv.unc.edu. In the message area, type  subscribe.

APPENDIX 7.3

PROPOSED ADMINISTRATIVE STRUCTURE

FOR THE OFFICE OF LGBTQ LIFE & STUDY

PERSONNEL:

· Director of the Office:

· Qualifications & Support: Tenured faculty member with an initial appointment of 3 years and a demonstrated interest in Sexuality Studies, ½ release time from his/her department, and an administrative stipend comparable to that of other program directors.  
· Responsibilities:
· Be the University spokesperson on matters pertaining to sexual orientation and gender identity
· Creation, development and administration of the Program in Sexuality Studies
· Work with the Programming Director to integrate programming with the Program in Sexuality Studies
· Setting priorities for the Office of University Development and working with them to raise money for the Office.
· Supervisor to the Programming Director  

· Coordinate grant research and proposal writing.
· Coordinate and chair standing LGBTQ advisory board

· Assist with policy development and implementation
· Coordinate or supervise the administration of assessment tools to evaluate the campus climate for lesbian, gay, bisexual, and transgender students, faculty, and staff
· Promote research regarding LGBTQ topics among faculty and students, which may include consultation on research design, assistance in locating appropriate instruments, or assist in recruiting subjects/participants.
· Responsible for regular communication and collaboration with counterpart directors at other colleges and universities, and with other centers on our campus.
· Oversee the selection process for the LGBTQ Leadership awards.  Additionally responsible to write nomination letters for other awards on and off campus for students, faculty, and staff who have demonstrated leadership in improving the LGBTQ campus climate at UNC-Chapel Hill. 
· 1 Full-time Programming Director.  
· Qualifications & Support 
· Graduate degree in relevant field OR significant experience in focused work with LGBTQ populations, especially students.
· Demonstrated effectiveness in working with the lesbian, gay, bisexual, and transgender community

· Demonstrated commitment to diversity and equity is necessary 

· Experience in developing and providing educational programs 

· Excellent written and oral communication skills 

· Excellent leadership, organizational, and programming skills 
· Responsibilities: 
The Programming Director/ Community Liaison will work to develop, plan, implement, and Coordinate programs that serve the needs of lesbian, gay, bisexual, and transgender students, faculty, and staff.    He or she will communicate and collaborate with the off campus LGBTQ-related organizations to achieve the recommendations outlined in the “Public Service and Training” section of this report. 
· On-campus programming with an emphasis on integrating activities with the Program in Sexuality Studies with those of other academic departments and schools.
· Assist and support UNC-Chapel Hill's LGBTQ related organizations in coordinating social and educational programs
· Joint programming with off-campus organizations & community relations.
· Create an internship program focusing on LGBTQ related public service learning experiences.  Work with off-campus organizations to define the internship positions, and build the program.  Coordinate these efforts with university departments and the Center for Public Service.
· Responsible for ongoing collaboration with the Black Cultural Center, Women’s Center, International Center, Greek Life, Office of Disability office, and other non-student affairs units, etc.
· Serve as a clearinghouse for requests for speakers on LGBTQ issues for classes, departments, student organizations, etc.
· Supervise work study students

· Provide LGBTQ events information to the community in regular weekly intervals via published and electronic materials.
· Create and maintain an LGBTQ Resource and Information Web page
· Oversee production of a periodic newsletter about office activities and information relevant to lgbt issues
· Create, maintain, and disseminate information about LGBTQ-related community resources.
· Attend relevant national conferences.
· Supervise secretarial support for administration of the Program in Sexuality Studies
· Center for Healthy Student Behaviors Position (CHSB):  
· Qualifications & Support:  No personnel change needed.  Convert existing position in Center for Healthy Student Behaviors to a position dedicated full-time to LGBTQ issues and programs.
(Same qualifications as Programming director)

· Responsibilities: 
· Serve as designated Student Affairs liaison for all issues related to sexual orientation and gender identity.

· Assist in implementing the recommendations listed in the "Student Learning and Support" section

· Individual support and referral related to sexual orientation and gender identity (including crisis intervention)

· Facilitate weekly Coming Out Support Group

· Maintain and expand the Safe-Zone Training Program

· Provide ongoing Safe-Zone Sensitivity Training for R.A.s, Orientation Staff, and designated student leaders

· Provide programming for Dorms, Campus Y, and other Student Affairs affiliated units.

· Attend relevant national conferences

· Provide training to all new and continuing Student Affairs staff on all policies related to sexual orientation and gender identity, including the HABSO plan.

· Facilitate regular meetings of the Student Affairs Committee on LGBTQ life.

· Focus on Programming for LGBTQ related health and wellness issues

· Identify and apply for on campus grants associated with these responsibilities

· 1 Graduate Student @ 15 hours/ week:

· Qualifications & Support: funded at $15,000 per year for two years.
· Demonstrated effectiveness in working with the lesbian, gay, bisexual, and transgender community

· Minimum three years experience in a position providing appropriate preparation for the responsibilities of this position
· Considerable experience in public speaking and presentations to a diverse community
· Responsibilities:
· Contact LGBTQ Centers at other Universities to identify successful development strategies.
· Work with LGBTQ organizations in the area and around the country to develop a database of potential donors and appropriate strategies for approaching them.
· Create and support a network of Carolina LGBTQ Alumni Associations across the country
· Implement the recommendations described in the Development section of this report.
· Work with Director of Office of LGBTQ Life & Study to create a “Development Plan” that identifies general goals and priorities for fundraising for the Office of LGBTQ Life & Study.
· Prepare a “Fact Sheet” to be used by the Office of University Development.
· Act as a liaison to the Office of University Development to implement the  “Development Plan”
· 4 Work Study Students:

· Qualifications: 
· Responsibilities 
·     Assist with research related to the creation and development of the curriculum, and the development program.
· Creation and maintenance of a library of resource materials pertaining to LGBTQ issues.
· Aid staff member with administrative work.
· Assist in presentation of on-campus programs.
· Be available in office to assist students who drop in.
CAPITAL NEEDS
· Office Space:  At a minimum, the Office of LGBTQ Life & Study will need either 2-3 offices with an open space, or a large open space that can be partitioned into several private cubicles.  Because privacy is often needed in discussing LGBTQ issues with students the former arrangement is preferred.

· Xerox machine, phone and office equipment (Including 2-3 computers with internet access)
· Operating Budget (non- personnel): $10,000 to cover phone, Xerox, and the costs of creating a resource library.  

IX. ACKNOWLEDGEMENTS


This document represents the work and deliberations of a number of faculty, students and staff who have given generously of their time this past year.  All of the members of the Planning Committee deserve thanks for their hard work under considerable time constraints.  I especially appreciate Erin Carlston’s detailed editing, which she did while on “leave” this spring, and Marcie Fisher’s and Jon Curtis’s hard work and devotion to getting it “right”.  But one member, Glenn Grossman, merits special thanks.  Had Glenn not been so persistent in his efforts to get the University to consider the needs of its LGBTQ members, there might not have been a Planning Committee.  And certainly the Committee’s work would have been much harder without Glenn’s unflagging devotion to it, his perseverance, and his inspiring optimism.  


Beyond its membership, a number of other people have also contributed to the Planning Committee’s work.  Provost Robert Shelton created the Planning Committee and has provided support since its inception.  During the summer of 2001, Tyler Curtain, Marcie Fisher, Glenn Grossman, and Rudy Kleysteuber took time away from their summer “fun” to work with me in crystallizing the proposal for the Planning Committee.  The Queer Faculty Network offered valuable input during the research phase of the Committee’s work.  During the writing phase, Judith Bennett and Elyse Crystall provided much appreciated editorial advice.  Throughout the past year, Sue Estroff, Chair of the Faculty, listened and offered her sage advice.  The leaders of LGBTQ community organizations gave critical input and their promise of continuing support.  And students—especially the members of Queer Network for Change, the new GLBT/Straight Alliance, and CAMP—have provided daily motivation for the work of the Committee.  Without the ongoing support of these campus leaders, faculty, students, and staff the work of this Planning Committee would have been impossible.

Pamela Johnston Conover

Chair of the Planning Committee

April 2002







� Both the � HYPERLINK "http://www.unc.edu/faculty/faccoun/ICreport/toc.htm" �Report of the Chancellor’s Task Force on Intellectual Climate� and � HYPERLINK "http://www.unc.edu/faculty/faccoun/resolutions/RES98_6.html" �Resolution 98-6 Faculty Statement on Principles of Service, Diversity and Freedom of Inquiry� stress the central importance of diversity in sustaining a rich intellectual environment that enables the University to fulfill its fundamental mission.


�  See � HYPERLINK "http://www.kff.org/content/2001/3193/" ��Inside-OUT: A Report of the Experiences of Lesbians, Gays and Bisexuals in America and the Public’s Views on Issues and Policies Related to Sexual Orientation�, Publication #3193, The Henry J. Kaiser Family Foundation, November 2001. � HYPERLINK "http://www.kff.org" ��www.kff.org�. 


� Hunter, J and Schaecher, F.  “Lesbian and Gay Youth”.  Planning to Live- Evaluating and Treating Suicidal Teens in Community Settings.  Ed. MJ Rotherram-Borus, J Bradley, and N Obolensky.  Tulsa: University of Oklahoma Press, 1990, pgs. 297-316 


�  � HYPERLINK "http://www.iglss.org/media/files/volunteering.pdf" ��The Institute for Gay and Lesbian Strategic Studies�,� HYPERLINK "http://www.iglss.org" ���  “Creating Communities: Giving and Volunteering by Gay, Lesbian, Bisexual and Transgender People”.  February 1998.   Also see, the Lesbian Donor Research Project: Final Report, The Women’s Funding Network, Prepared by: Ordinary Magic—J. Bourge Hathaway, Julia Fitz-Randolph and Paul Ideker.


� The programs vary in size and in terms of whether they offer a “certificate”, a minor or major in Sexuality Studies.  See Appendix 1.2, LGBTQ Climate at UNC-Chapel Hill  “Benchmark” Universities


�  To assess the course offerings, we reviewed the courses that have received support from the Williamson Fund (see Appendix 2.1), and examined the Undergraduate Course Bulletin.  However, course descriptions in such bulletins do not reveal enough about courses to determine fully how relevant they are to Sexuality Studies.


�  It is more difficult to identify interested faculty in the professional schools in Health Affairs where more teaching is mentor-based rather than course-based.


�  This distribution of scholars is not peculiar to UNC-Chapel Hill.  Given that Sexuality Studies has grown enormously as an interdisciplinary field in the last decade, it is not surprising that many of the scholars doing this research are relatively young, and are themselves on the “cutting edge” of the expansion of the field of study.


� At UCLA, for example, minors in LGBTQ studies have to take eight classes, including a core and six electives, one each in life sciences, social sciences, and humanities. UC Berkeley requires four core courses, all of which are interdisciplinary, as well as two electives (see Appendix 2.3 for a description of the core courses offered at Berkeley).


� Lucozzi, E. A. (1998). A far better place: Institutions as allies. In Sanlo, R. L. (Ed.), Working with lesbian, gay, bisexual, and transgender college, students: A handbook for faculty and administrators. (pp. 277-284).Westport, CT: Greenwood Press.


� D'Augelli, A. R. (1995, August, 28).  Statement to the judiciary committee: House of Representatives, Commonwealth of Pennsylvania.  Hearing to amend the Ethnic Intimidation Act to include sexual orientation. Harrisburg, PA.


� Herek, G. M., & Berrill, K. (1990). Anti-gay violence and mental health: Setting an agenda for research.  Journal of Interpersonal Violence, 5 (3), 414- 423.


� Rankin, S. R. (1998). The campus climate report: Assessment and intervention strategies. In Sanlo, R. L. (Ed.), Working with lesbian, gay, bisexual, and transgender college students: handbook for faculty and administrators, (pp. 277-284). Westport, CT: Greenwood Press.


�  A comprehensive bibliography of other campus climate reports and research can be found at � HYPERLINK "http://www.lgbtcampus.org/resources/campus_climate.html" ��http://www.lgbtcampus.org/resources/campus_climate.html�.


� For example, every year since 1998 CAMP has created LGBTQ resource guides, which describe on campus and off campus resources.  Each year, they work to deliver them to all graduate and professional student mailboxes at UNC Chapel Hill, but typically they meet with only moderate success, perhaps reaching only 60-70% of the graduate and professional student population.  Undergraduates do not receive these guides.  


�  See: � HYPERLINK http://housing.unc.edu/sfh/ ��http://housing.unc.edu/sfh/� 


� See Appendix 1.2


� (ACLU, 2002)





� For instance, same-sex partners are denied access to tuition waiver benefits that married partners enjoy.  


� A local LGBTQ Anti-Violence Organization �HYPERLINK "http://www.dailytarheel.com/vnews/display.v/ART/2001/10/25/3bd8075d69455?in_archive=1"��was created in the Fall of 2001�, in response to the �HYPERLINK "http://www.dailytarheel.com/vnews/display.v/ART/2001/10/24/3bd6ba707ffba?in_archive=1"��reported murders� of 2 gay men in Durham, but interaction between the university and such off-campus LGBTQ organizations has been very limited. 


�  The interest accumulated and was not added to the principle over that time.  Instead, the interest was used to increase the average award amount over the last 2 1/2 years.  Thus, in the future, the average award will probably decrease dramatically.   The average Award is currently roughly $2,500.


� The scholarship is awarded, on a first-come first-served basis, to students who simply "self identify" themselves as interested in the award and who have demonstrated financial need.


�  Cite source (grad student in social work???  WHO WHAT STUDY ETC.)Patrick Toal MSW (UNC-Chapel Hill, 1999)


� The National Consortium of Directors of LGBTQ Resources in Higher Education lists over  80 universities and colleges as having an “office” or “center” serving the needs of LGBTQ students, faculty and staff.


�  The University of Texas at Austin is the only UNC-Chapel Hill “benchmark” university that does not have a LGBTQ office or academic program.


�  � HYPERLINK "http://www.people.ku.edu/~jyounger/lgbtqprogs.html" \l "acprogs" ��John Younger� of Kansas University has also compiled a listing of all LGBTQ academic programs.  Likewise, the � HYPERLINK "http://web.gsuc.cuny.edu/clags/home.htm" ��Center for Lesbian and Gay Studies� (CLAGS) at CUNY has established a project to archive and disseminate curricular materials on LGBTQ issues collected from programs from around the country.


�  Specific policies administered by the Office of the Dean of Student Affairs or Employee Benefits (e.g. partner’s benefits) are considered in the sections of the report dealing with those entities.


�   See � HYPERLINK "http://www.lgbtcampus.org/resources/nondiscrimination.html" ��http://www.LGBTQcampus.org/resources/nondiscrimination.html�


�   For information on sexual and racial harassment, the Chancellor refers the UNC community to this website: � HYPERLINK "http://www.unc.edu/campus/policies.html" ��http://www.unc.edu/campus/policies.html�.  


�   The policy did not originate with Chancellor McCoy.  Chancellor Paul Hardin first issued this policy in February 1993.  This policy statement by Chancellor Paul Hardin is still posted in various locales around campus.


�  Like North Carolina, Virginia and Texas both have sodomy laws.  More generally, the � HYPERLINK "http://www.hrc.org/familynet/chapter.asp?chapter=125" ��Human Rights Campaign� provides a “snapshot” of the political environment of each state by cataloguing the state’s position on 14 different public policy issues affecting LGBTQ citizens.  By tallying the number of anti-gay policy positions, we obtain a summary measure of the political environment, with a score of 14 being the most hostile and 1 the most favorable.  On this measure, North Carolina scored 14.  The states containing UNC-Chapel Hill’s “benchmark” universities scored as follows: California 4 (UC Berkeley, UCLA), Colorado 11 (University of Colorado), Maryland 9 (University of Maryland), Michigan 11 (University of Michigan), Minnesota 5 (University of Minnesota), Texas 12 (University of Texas), Virginia 14 (University of Virginia), Wisconsin 9 (University of Wisconsin).


�   As amended April 2000 and available on the website of the Equal Opportunity/ADA Office as of February 1, 2002.


�  Since “sexual orientation” is not covered by the “law”, it may have been excluded from these posters.  But this omission gives the impression that there is no UNC-Chapel Hill policy that prohibits discrimination the basis of sexual orientation.


�  Listed under “Campus Policies” on the web, a site referred to by Chancellor Moeser in his September 4 2001 letter to the University community on “Policies and Procedures Concerning Sexual and Racial Harassment”.


�  Oncale v. Sundowner Offshore Services, Inc. et al [96-568] 


�  The University of Maryland, the University of Michigan, the University of Minnesota, the University of Texas, the University of Virginia, the University of Wisconsin and Duke University.


� Human Resource SPA Manual, Section—EEO, Sexual Harassment, Definition:  “Both men and women can be victims of sexual harassment, and sexual harassment is not limited to heterosexual behavior.”


�  University of North Carolina, Office of the President, statement on sexual harassment: � HYPERLINK "http://www.northcarolina.edu/hr/harass/harass.cfm" ��http://www.northcarolina.edu/hr/harass/harass.cfm�


�  For example, the � HYPERLINK "http://www.unc.edu/depts/eooada/reports/epa/index2.pdf" ��EPA EEO Statement� does not include this definition, nor does the definition of sexual harassment available through the � HYPERLINK "http://www.ais.unc.edu/hr/spaman/section02/sec02-sexual.htm" ��Sexual Harassment Office�.


�  Of the ten universities that we have used as “benchmarks”, only the University of Texas does not have an office devoted to LGBTQ concerns.


�  Likewise, students calling Student Affairs for information on LGBTQ related-programs sometimes receive inconsistent and incorrect information about available resources.  As discussed in earlier in Section III, Student Affairs does make available a listing of programs that are relevant to LGBTQ concerns.  But currently the link (see Appendix 7.2, �HYPERLINK "http://www.unc.edu/depts/dos/programs/lgbt.html"��http:/www.unc.edu/depts/dos/programs/lgbt.html� ) is not easy to find.  At this time, Student Affairs is working to remedy this problem.





�  No report by the Committee for 2000 – 2001 is archived in the Faculty Governance Archives.  The following reports are available: a � HYPERLINK "http://www.unc.edu/faculty/faccoun/reports/R2000CommDivers.htm" ��March 2000 report�, an � HYPERLINK "http://www.unc.edu/faculty/faccoun/reports/R99CDV1.html" ��April 1999 report�, and an � HYPERLINK "http://www.unc.edu/faculty/faccoun/reports/R98CDV1.html" ��April 1998 report�.


�  The language in the SPA Manual is: “Both men and women can be victims of sexual harassment, and sexual harassment is not limited to heterosexual behavior.”  However, the term “heterosexual behavior” is ambiguous: for example, self-identified “heterosexuals” sometimes engage in same-sex sex.   


� At UCLA, for example, minors in GLBT studies have to take eight classes, including a core and six electives, one each in life sciences, social sciences, and humanities. UC Berkeley requires four core courses, all of which are interdisciplinary, as well as two electives (see Appendix 2.3 for a description of the core courses offered at Berkeley).


� A local LGBTQ Anti-Violence Organization �HYPERLINK "http://www.dailytarheel.com/vnews/display.v/ART/2001/10/25/3bd8075d69455?in_archive=1"��was created in the Fall of 2001�, in response to the �HYPERLINK "http://www.dailytarheel.com/vnews/display.v/ART/2001/10/24/3bd6ba707ffba?in_archive=1"��reported murders� of 2 gay men in Durham, but interaction between the university and such off-campus LGBTQ organizations has been very limited. 


�  Cite source (grad student in social work???  WHO WHAT STUDY ETC.)Patrick Toal MSW (UNC-CH, 1999)


�  The language in the SPA Manual is: “Both men and women can be victims of sexual harassment, and sexual harassment is not limited to heterosexual behavior.”  However, the term “heterosexual behavior” is ambiguous: for example, self-identified “heterosexuals” sometimes engage in same-sex sex.   





�MAKE THIS REALLY HITTING!


�This whole section will basically be rewritten. Glenn will e-mail changes.


�This needs to be moved to the preface to talk about links outside.


�We really need to meet with Matt Kupec BEFORE we submit this report. We need to change the way we reach out to alums, LGBT-interested people. This is the most strategic positioning we can make.








Also, maybe add a recommendation: targeted selection of very wealthy LGBTQ alumni to be subjects of collaborative fundraising efforts from both the LGBTQ office and willing/supportive LGBTQ students!


�This whole section needs to be REWRITTEN because right now it’s just copied from a description Cecil Wooten sent to a colleague. Alternatively, we could just get permission from Cecil to reprint.


�This link is edited below. It was wrong in the original.
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