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Purpose & Relevance
The mission of the LGBTQ+ Subcommittee is to analyze gaps in support, find ways to
systemically address and prevent discrimination against LGBTQIA+ students, both institutionally
and interpersonally. The subcommittee is tasked with providing feedback to the university
about ways to further empower LGBTQIA+ students to reach their full potential. This proposal
provides actionable items, based on legitimate experiences and concerns of the LGBTQIA+
student community. This proposal, broadly, asks the university the following:
1. Implement and institutionalize new practices
2. Support increased education
3. Increase fiscal and administrative support to implement points 1 and 2
An important note and caveat to this proposal: The past ten years at CWRU have seen major
shifts in the climate for LGBTQIA+ community. We recognize that this change could not have
happened without the active, unequivocal and unwavering support of President Snyder, former
Deputy Provost Lynn Singer and Vice President Lou Stark, amongst others. Case Western has
been recognized as a leader at the state level for implementing crucial policy and practical
changes to benefit the LGBTQIA+ community. These changes, in large part, have been
spearheaded by the LGBT Center in collaboration with other divisions and departments. Moving
forward, however, this collaboration needs to deepen and strengthen. The changes proposed in
this proposal require further culture shifts and the LGBT Center cannot be solely responsible for
these changes. The students are in need of a greater buy-in from CWRU administration at
multiple levels, including faculty and department heads, staff in critical offices, and other
students. This proposal contains the various ways that we can change our campus climate to
make inclusivity the standard in all settings, not just the LGBT Center.
LGBTQIA+ Population at CWRU:
Although it is difficult to know exactly how many students identify as LGBTQIA+ (Lesbian, Gay,
Bisexual, Transgender, Queer, Intersex, Asexual, and more) at Case Western, we know the
following about the LGBTQ+ community at CWRU:
●
●

●
●

The Your First College Year (YFCY) data from 2019 indicate that 17% of students identify
as LGBTQ+.
The Case Western Reserve University Student Experience Survey (CWRUSES) data from
2016 show that 21% of students surveyed identify as LGBQ+ and another 4% of students
identify as trans, not sure, or other identities.
The number of trans/gender non-conforming/nonbinary/questioning students has tripled
between 2017-2019.
In the 2018-2019 academic year, there were a total of 2292 visitors to the LGBT Center.

You can find the complete set of 2019 data about LGBTQ+ students in A
 ddendum 1.
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Overview of Problems and Solutions
We have identified three categories of focus, based on Instagram posts of LGBT@CWRU &
Feedback from various student stakeholders involved in the LGBTQIA+ community.
1. Negative and/or Hostile Climate:
Problem: Unconscious Bias and microaggressions towards the LGBTQIA+ community from
employees & students
Solution A: Expanded and Increased training and education for staff, faculty and students
2. More support is needed for LGBTQIA+ Students
Problem: Students expressed the need for expanded support of all LGBTQIA+ students, but
partuclarily BIPOC, transgender students and graduate students. We view this as not only a
climate issue, but a retention issue.
Solution A: Increased fiscal and administration support for the LGBT Center
Solution B: Completion of the Bathroom Initiative
Solution C:  Review of transition related health care coverage offered in th the Student
Healthcare Plan
3. Lack of visible LGBTQIA+ Faculty and Staff:
Problem: Although we cannot and would never compel individuals to “come out” CWRU lacks
visible LGBTQIA+ staff, and especially faculty. Representation matters to LGBTQIA+ students.
Solution A: Implementation of CWRU “Out & Proud” campaign supported by the President,
Provost and other leadership
Solution B: All committees for faculty and staff searches include sexual orientation and gender
identity unconscious bias training
Solution C:  Job searches are listed on LGBTQIA+ career websites
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DETAILED PLAN:
Category 1: Negative and/or Hostile Climate for LGBTQIA+ students
The Problem:
There have been numerous reports on various platforms, including the LGBTQ+@CWRU
Instagram page and others, of unconscious bias and microaggressions towards the LGBTQIA+
community from employees and students.
The Solution:
Expanded and increased training and education about LGBTQIA+ diversity and inclusion. A one
hour training should be made mandatory for all new employees. In addition a mandatory training
should be required for students, faculty and staff who have violated CWRU’s anti-discrimination
policy regarding sexual orientation and/or gender identity/expression. These proposed
additional trainings are proactive and reactive. By training every new employee we are setting
expectations at the beginning of an employees tenure at the university. By training/educating
those who have violated our policy we set both an example and attempt to prevent similar
violations in the future.

Safe Zone LGBTQIA+ Ally Education:
Safe Zone:
Safe Zone is and should continue to be a separate training from those detailed above. Over
1750 people at CWRU have become Safe Zone allies since its formal roll out in 2010, The Safe
Zone program is and should remain voluntary. The voluntary nature of the training ensures that
its participants exit the training as allies by choice, as opposed to being compelled. Safe Zone is
a longer, more in depth training; diving more deeply into how to advocate for the LGBTQIA+
community. The Safe Zone program is housed in the LGBT Center and it should continue to
expand to departments and areas of the university in which representation is lacking,
specifically graduate students, faculty and researchers staff and faculty.
A targeted outreach attempt will also be made to faculty teaching Women and Gender Studies
courses, faculty and researchers in the Mandel School, and other staff, faculty, and researchers
in humanities fields who focus on gender and/or intersectional issues in order to expand the
number of individuals in each of these groups who are SafeZone trained.
Detail of Proposed Additional Mandatory Training
Require LGBTQIA+ Training
The best way to promote a real change in campus culture is to set specific and measurable
standards mandating LGBTQ+ education for graduate students, staff, and faculty at this
University. This subcommittee is proposing adoption and support of increased training in the
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form of an additional, shorter, required training. This new training recommendation includes
unique curricula and objectives outlined below.
1. All new employees starting after 6/1/2020 are required to take a 1 hour LGBTQIA+ 101
2. Any person(s) of the CWRU community who have been found to violate the anti
discrimination policy would be required to take 1 hour Remidial LGBTQIA+ training
We will work to identify champions in each of these groups (graduate students, staff, and
faculty) who want to be trained to conduct each one of these trainings, as we firmly believe that
the champions teaching these trainings will be key to helping to produce greater buy-in from the
campus community. We would also like to partner with the Office of Inclusion, Diversity, and
Equal Opportunity (OIDEO) as well as the Provost’s Office, in order to secure funding to
incentivise individuals to become champions.
TRAININGS

Length

General LGBTQIA+ Training
(LGBTQIA+ 101)

1 hour

Remedial LGBTQIA+ Training

1 hour

Objectives
1) Understand
antidiscrimation
policy
2) Learn basic
information about the
identities within the
LGBTQIA+ community
3) Learn tactics to create
either an inclusive
classroom (faculty) or
an inclusive
workplace (staff)
1 & 2 above AND
1) Learn about the
impact of LGBTQIA+
bias
2) Practice ways of
interrupting and/or
stopping bias in the
classroom or
workplace.
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General LGBTQIA+ Training (LGBTQIA+ 101):
This training applies to the greatest number of individuals covered under this change in
institutional practice. This training will be given to all new faculty, staff, graduate students, and
all new hires who choose not to opt into SafeZone training to become allies.
Remedial LGBTQIA+ Training:
This tier represents the training specifically targeted towards individuals who have had been
found to have violated the anti-discrimination policy at CWRU. This includes LGBTQ+ related or
gender-motivated bias reports for which they have been found to be in violation of the
University’s anti-discrimination policy. It will focus on role playing and scenarios in order to build
empathy and understanding of LGBTQ+ identities and experiences. This training will focus on
the University’s anti-discrimination policy (that covers sexual orientation, gender identity, and
gender presentation). The LGBT Center will work closely with the office of Student Conduct,
Human Resources and the Office of Equity to set up training.
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Category 2: Support and retention of LGBTQIA+ Students
Problem: Feedback from students regarding need for expanded support of LGBTQIA+ students,
specifically BIPOC and transgender students and graduate students. This need for additional
support would positively impact retention of LGBTQIA+ students.
Solution A : Increased fiscal and administrative support for the LGBT Center
●

Details to be determined by administration in alignment with the universities
commitment to diversity, equity and inclusion, as well as fiscal responsibility.

Solution B: Completion of the Bathroom Initiative
In the 2018-2019 academic year, the Undergraduate Student Government Diversity and Inclusion
Committee (USG D&I Committee), in collaboration with the Undergraduate Diversity
Collaborative (UDC), and representatives from various campus offices like the Flora Stone
Mather Center for Women, the Social Justice Institute, and the LGBT Center, created a proposal
containing two phases: Phase I signage changes to convert existing single-stall gendered
bathrooms into all-gender bathrooms and Phase II the construction of more all-gender
bathrooms to create the most inclusive campus possible and fill existing gaps. A complete draft
of the original proposal (which contains the locations in need of signage change and in need of
additional construction) can be found in Addendum 2.
For various reasons, this proposal has stalled despite verbal confirmation from many members
of administration. We would like to see, at the very least, Phase I completed, since it involves
simple signage changes. It is crucial to remove gendered imagery from bathroom signage, as
this can be incredibly alienating to transgender, non-binary, and gender-nonconforming
students, and replace them with gender-neutral imagry or wording in order to ensure maximum
accessibility.
Given the research that we have conducted we believe that the best practice for signage is a
representation of a toilet paired with the word “restroom”. You can find the full version of the
research that we have conducted in Addendum 3.
Solution C: Review of transition related health care coverage offered in th the Student
Healthcare Plan
The student health care plan includes coverage for transition related health care including
hormones, surgery and mental health care specifically for gender dysphoria. Students report
that they have had major difficulty accessing these benefits and when they were able to access
them the process was cumbersome and embarrassing. A holistic review of the coverage and
the processes should be done in collaboration with the Aetna representative, health services
and the LGBT Center.
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Category 3: Need for more visibility of LGBTQIA+ staff & Faculty:
Solution A: We would like to collaborate with the Office of the Provost on two points in order to
bring greater visibility to LGBTQ+ individuals and allies at CWRU.
● We would like to see a University Initiative from the Provost’s office to create a resource
modeled off of the “Flashes of Pride” resource from Kent State University (which you can
find at the end of this proposal in Addendum 4. This resource will have the names,
pronouns, Case IDs, and offices (if possible) of any staff and faculty who are
comfortable sharing that they are members of the LGBTQ+ community. The Provost’s
Office would be responsible for the recruitment of individuals who are comfortable
displaying their information on a resource, both a physical and virtual resource, and
shared around Campus.
● It would greatly help with the visibility of the existing SafeZone program if the Provost’s
Office would help the LGBT Center to publicize a list of all SafeZone allies in order to
encourage a) those who went through SafeZone more than 2 years ago to go through
the program again (for the sake of continued education) and b) others to opt into
SafeZone in order to grow the number of SafeZone trained staff, faculty, and students at
CWRU.
Solution B: A
 ll committees for faculty and staff searches must complete sexual orientation and
gender identity unconscious bias training. Understanding that unconcious bias training is done
for all faculty search committee members, either a separate training should be in place or
explicit mention and significant time should be dedicated to microagressions and bias based in
homophobic and transphobic actions and rhetoric.
Solution C: I n an effort to actively recruit talent from the LGBTQIA+ community, all relevant
positions should be LGBTQIA+ job and career websites.
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Critical Intersections
This section will detail some of the collaborative action steps that the LGBTQ+ Committee
created in collaboration with a few of the other committees. Some involve support or funding
from Administration, but others are action steps that can be completed without additional
support.
Greek Life Committee
● The Greek Life Committee and the LGBTQ+ Committee created a training to be required
for all students involved with Greek Life recruitment (including the Interfraternity Council,
the Panhellenic Council, Rho Gammas, and recruitment representatives from individual
Chapters.
● Both committees are encouraging Greek Chapters to go through SafeZone training, with
an emphasis on SafeZone Champion, a systematic review of an organization’s
documents with the intention of making their bylaws as inclusive as possible.
Sexual Misconduct Committee
● The Sexual Misconduct Committee is planning to revamp some of the bathroom posters
(with the help of the Office of Equity) to highlight the intersection of LGBTQ+ identities
and sexual misconduct in order to promote education on this intersection.
● Both of our committees plan to conduct a review of the existing training required for
Title IX investigators and panel members in order to ensure the greatest level of
inclusivity of LGBTQ+ identities.
● We would like to see funding for a student advocate specifically for LGBTQ+ students to
reside in the LGBT Center.
Disability Committee
● We plan to collaborate with the Disability Committee to create a training program about
microaggressions, use of pronouns, and more for the staff in the Office of Disabilities.
Funding and administrative support from the Office of the Provost or another
administrative office would greatly help to propel this initiative.
Race Committee
● While we were unable to meet with representatives from the Race Committee, we intend
to collaborate with them on initiatives in the future, as well as work with other campus
organizations like The Ellipsis Institute (CWRU For Women of Color in the Academy).
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Addendum 1: LGBTQ+ Undergraduate Student Data
MOST RECENT STUDENT SURVEY DATA FOR LGBTQ+ STUDENTS:
CWRUSES Survey 2016

YFCY Survey
Population Group
*Population group of “LGBTQ+” includes students who did not identify as
“Heterosexual/Straight” or who did but also indicated they identify as “transgender.

LGBT Center usage:
2016-2017: 868 visits
2017-2018: 858 visits
2018-2019: 2292 visits *
* An important correlation: 2018-2019 was the first year that we had 2 full time staff members
for the entire academic year. It's impossible to prove, but I don't think it's coincidence that more
students took advantage of our programs and resources. More staff are able to serve more
students.
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Undergraduate Enrollment:
*Please note that the LGBQ % does not include the transgender students. They are listed
separately.
LGBQ (sexual orientation):
2017: 10%
2018: 9%
2019: 11%
Transgender/Gender Non-Conforming/Non-Binary/Questioning:
2017: 4 students
2018: 10 students
2019: 13 students
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Addendum 2: Original Proposal for All Gender Bathroom Initiative
You can access a full copy of the original proposal for the All Gender Bathroom Initiative h
 ere.
There are a total of 8
 0 bathrooms that we would like to see converted (by simple signage
change) into All Gender Bathrooms. Research for what this signage will look like can be found in
Addendum 3.
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Addendum 3: Research for All Gender Bathroom Initiative
Below are a variety of resources that we used to shape our recommendations for the signage
change for the completion of Phase I of the All Gender Bathroom initiative. The following is a
quote from the first article from Gensler upon which we based our recommendation:
"As a result of these findings, we developed a simple graphic representation of a toilet paired with
the text identifier “Restroom.” In the spirit of equality that emerged from the focus groups, we
revised the traditional gendered restroom symbol by pairing the toilet symbol with the historical
men and women symbols — in effect identifying the gendered restrooms as the ones with certain
identification requirements, instead of the all-gender restroom."

General:
●
●
●
●

https://www.gensler.com/research-insight/blog/designing-an-inclusive-effective-all-gende
r-restroom-symbol
https://outandequal.org/wp-content/uploads/2019/02/Best-Practices-Restrooms-20171.pdf
https://www.nytimes.com/2015/11/08/style/transgender-restroom-all-gender.html
https://www.mentalfloss.com/article/71997/how-bathroom-stick-figures-became-univer
sal-symbols

University of Maryland:
● https://lgbt.umd.edu/good-practices-inclusive-restrooms-and-signage
Kent State University:
● https://www-s3-live.kent.edu/s3fs-root/s3fs-public/file/Universal%20Restrooms-%20Ke
nt%20Campus.pdf
University of Texas at Austin:
● https://diversity.utexas.edu/genderandsexuality/gender-inclusive-restrooms/
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Addendum 4: Kent State “Flashes of Pride” Example Resource
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