




The FIU Clinical Science faculty collectively recognize a long history of systemic racism and 
inequality in the clinical psychology field and society at-large that causes and perpetuates 
ongoing contemporary injustice. The traumatic events of racial injustice nationally and globally, 
our own Black psychology students’ Call to Action, and the Call to Action for an Antiracist 
Clinical Science published in the Journal of Clinical Child and Adolescent Psychology have led us 
to carefully re-examine our commitment to integrating diversity, equity, and inclusion (DEI) at 
all levels of our program and our department. In Clinical Science, we recognize the ways in 
which we, too, have contributed harm. Perhaps most critical, we have fallen short in providing 
systematic support to our students of color, particularly our Black students, in addressing their 
experienced racism and prioritizing their wellness. Students have shared that they feel both 
invisible and hypervisible in a training landscape that expects them to power through despite 
experiences of marginalization at FIU and in society, on top of the considerable challenges of 
graduate school.  More specifically, Black psychology students at FIU named issues such as 
microaggressions and invisibility as contributing to a problematic racial climate.  
 
We strive to come together to build a community that actively works to dismantle the systems 
that uphold white supremacy in psychology. We recognize the critical importance of integrating 
DEI into our program, the process of deepening our understanding of DEI, and taking action to 
create a more just and equitable environment for our students, staff, and faculty. As a result, 
we intend to engage in shared and active anti-racism learning and work towards the greater 
integration of DEI efforts within and outside of our labs, courses, clinical training, research, and 
the broader field of psychology. See a list of our current efforts by program domain to meet this 
goal below.  
 
The concepts outlined in this DEI statement reflect our evolving efforts to deepen our 
commitment to and understanding of DEI, which require continual reflection, reassessment, 
and reintegration. To this end, we commit to an annual reevaluation of this statement and our 
efforts on the whole that incorporates input from key program stakeholders, including faculty 
and students, and especially those from minoritized backgrounds. We welcome feedback on 
our DEI statement, as well as our general commitment to and initiatives for DEI, at any time. 
Contact our Director of Clinical Training or Associate Director of Clinical Training to provide 
feedback on how we can improve DEI efforts in our program. Alternatively, you can submit an 
anonymous comment in our department’s diversity comments box. 
  



Curriculum: 
1. All faculty teaching courses participate in workshops (e.g., REDI, EMPWR) that challenge 

faculty to appreciate various aspects of DEIA and consider ways their courses and 
interactions with students can facilitate more inclusive environments. 

2. Collate a variety of resources available to faculty related to DEIA. These include example 
syllabi, reflection worksheets, rubrics, reading groups available through FIU, and other 
relevant articles and materials. 

3. Encourage all faculty teaching courses to conduct a self-audit using the provided rubrics 
assessing the degree to which DEIA is being integrated into their courses. 

4. Encourage all faculty to examine their syllabi and consider making adjustments, as 
necessary, to better integrate DEIA into their courses. 

 
Practicum: 

1. Standardized system for assessing clinical competency for trainees and supervisors in 
place 

2. Revised all of our practicum evaluations to more fully evaluate supervisor support of DEI 
3. Peer to Peer DEI workgroups for supervisors launched Spring 2022 and will continue 

annually 
4. Foundations series provides several opportunities for reflection on DEI within clinical 

work, development of cultural humility and now offering training in Cultural 
Formulation Interview 

5. Annual advanced practicum round-up highlights opportunities for training with bilingual 
supervision and training with diverse populations  

6. Practicum evaluations regularly assess trainees’ cultural humility at all stages of training 
7. Establishment of Spanish Club Fall 2021 to encourage students and faculty to develop 

beginning and intermediate/advanced appreciation of Hispanic/Latino culture and the 
Spanish language 

8. Patient population served by trainees matches the racial demographic breakdown of the 
region in which they are trained 

 
Professional Development: 

1. Seminars focus on topics related to DEIA, including, but not limited to: Working with 
LGBTQIA youth, Working with culturally and linguistically diverse youth, History of 
Miami with a focus on under-represented and/or excluded groups. 

2. Coffee hours focus on issues related to DEIA, including but not limited to: Balancing 
family and academia 

3. Google Sheet/Newsletter highlights professional development opportunities for 
students with an emphasis on those related to DEIA issues and those that serve 
traditionally under-represented and/or excluded individuals 

 
Internship: 

1. Chair meets with all students to discuss internship essays, and offers detailed, 
personalized feedback on student Diversity essays  



2. Chair conducts mock interviews with the students with an emphasis on interviewing 
students about their experiences working with diverse families, and their training and 
experience in cultural humility. 

3. Chair arranges for each student to participate in mock interviews with multiple external 
colleagues at internship sites. All students indicating on their applications that they can 
provide services in Spanish were matched up with at least 1-2 external colleagues at 
internship sites who lead supervision groups focused on providing services in Spanish. 

4. Committee member provides advising to international students on additional 
considerations (e.g., eligible sites, visa, CPT, OPT, talking with internship directors and 
international office) and checked in on an ongoing basis. 

 
Student Health & Wellness: 

1. The GSH&W committee recently disseminated a survey to gather information about 
student wellness and burnout. Within this survey, questions were added to assess 
student experiences with racism within the program.  

2. Collaborated with diversity committee to create microaggression one-pager 
3. Developed a resource guide for students experiencing financial stress. 
4. The committee holds game nights and workshops to manage stress and burnout.  

 
Student Recruitment: 

1. Recruitment Day Travel Award 
2. Utilize virtual interviews as a screening process 
3. GRE removed for 2021 & 2022 recruitment years  
4. Diversity fellowships available for students (Inclusion Fellowship, McKnight Fellowship, 

McNair, and other scholarships via FIU) 
5. Inclusion of hour focused on student perspectives of DEI during recruitment days 

 
Mediation: 

1. Mediation committee is inherently a DEI initiative, procedures were written with the 
goal of supporting students and faculty when power dynamics are at play. Aim to have 
diverse representation on committee (incl. Faculty and student reps). However, 
committee directs harassment or discrimination to university DEI office.  

2. Students can identify advisor (could be student or faculty they trust, and who 
understands their needs) to support them throughout the process. 
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Inclusive Language Guide 
Preamble 

Language is a way of communicating, acknowledging and validating identities, ideas, concerns, 
requests and culture.  Inclusive language communicates our values.  We choose to represent our 
values and ideals at Florida International University as inclusive, respectful, and kind.   

FIU’s Inclusive Language Guide 

All Florida International University administration, faculty, staff, and students are encouraged to use 
oral or written language that is welcoming to and affirming of everyone’s race, ethnicity, gender, age, 
sexual orientation, gender identity, class, religion, ability or disability, health status, or veteran status. 
We should pay attention to individuals or social groups who are currently or were historically 
marginalized and oppressed. The use of inclusive and welcoming oral and written language is the 
standard for all our departmental documents, correspondences, marketing materials, academic 
coursework materials, presentations, conversations, lectures, syllabi, as well as written and oral 
student assessment materials.   

This guide is developed to educate the FIU community and invoke our commitment towards: 

• Meeting inclusive standards in professional or social communications;  
• Creating written content that utilizes inclusive language;  
• Adapting old or previously established content to fit these standards:  
• Reflecting and supporting people’s chosen identities in name, pronoun use, and with other relevant 

identity-affirming language;  
• Defining best practices for inclusive language that view people as both unique individuals deserving 

of acknowledgement and emphasizing all people’s right to dignity and equity as humans regardless 
of unique descriptors;    

• Validating the agency of the individual(s) being spoken of in the determination of their own 
identities and needs 

• Ensuring that all research and data collected, all policies put forward, and all areas of our FIU 
include the perspectives and voices of the individuals or groups involved or reflect the diversity of 
the population being represented; and  

• Adapting our language to be more inclusive and understanding which takes focus, time, energy, 
and ongoing assessment to undo former habits. 

 

 

 

 



Examples for Using Inclusive Language  

General Keys 

Always use and center the specific language that people ask you to use for them when you are 
speaking or writing about them as individuals or as communities. 

Utilize nouns and leave out the adjectives and descriptors about a person or group of people when it’s 
unnecessary to do so.  

Non-Inclusive  Positive & Affirming  
• Please help these gays find their 

seats. 
• There is an Asian student waiting at 

the front desk.   

• Please help these individuals find their 
seats.  

• There is a student waiting at the front 
desk.   

When a group or individual label is necessary (e.g., in a presentation about that group or individual), 
use it as an adjective and not as a noun.  

Non-Inclusive Positive & Affirming 
• I want to know how to best support 

gays. 
• Chaz Bono is a transgender.   
• We should make accommodations for 

the disabled. 
• Let’s ensure we have colored people 

represented on this committee.   

• I want to know how to best support gay 
people. 

• Chaz Bono is a transgender  
person. 

• We should make accommodations for 
people with a disability. 

• Let’s ensure we have people of color 
represented on this committee. 

 

Avoid using stereotypes and extremes or generalizations in language.  Speak to the exact situation, 
person, or perspective that you have and do not apply it broadly.   

Non-Inclusive Positive & Affirming 
• All Spanish people are hard to 

understand when they speak.   
• No black people like to watch or play 

hockey.   

• My professor who is from Mexico has an 
accent that is hard for me to understand.  

• I do not know any black people who like to 
watch or play hockey.   

Avoid normalizing language or medically pathologizing language 

Non-Inclusive Positive & Affirming 
• Normal people don’t need the 

support but people with disabilities 
do. 

• Intersex people are afflicted with a 
condition that results in gender 
defects that need to be fixed.   

• Support is needed for people with 
disabilities. 

• Some intersex people have a biological 
gender variation that requires medical 
intervention while some do not require 
such interventions for them to live 
healthy, happy lives. 

  



 

 

Culture, Race and Ethnicity 

Refer to the racial or ethnic background of a person or people only if it is relevant to the discussion and 
avoid emphasizing differences of the groups. 

 Non-Inclusive Positive & Affirming 
• I had a great conversation with one of 

our black student workers today. 
• That Asian person with the blue 

backpack got a 100 on her midterm. 

• I had a great conversation with one of our 
student workers today. 

• The person with the blue backpack got a 
100 on her midterm.   

Avoid using promoting “racial and ethnic invisibility” (e.g., using terms that overly generalize where 
people are from, instead use their country of origin). If you need to describe where someone is from 
do not use umbrella terms.  Do not refer to people as Hispanic, Asian, African and Caribbean when you 
could say their country of origin.  You should be specific and use Cuban instead of Hispanic, Japanese 
instead of Asian, Nigerian instead of African and Haitian instead of Caribbean. 

Non-Inclusive Positive & Affirming 
• This is our new student intern and she 

is from Africa. 
• Wow this décor is really Asian. 

  
• Doesn’t everyone from the Caribbean 

eat rice and beans?  

• This is our new student intern and she is 
from Ghana, a country in Africa. 

• Wow, I like this décor. Is it Japanese or 
Taiwanese inspired? 

• I like the way people in the Cuban Culture 
cook their version of rice and beans.   

When writing do not hyphenate racial ethnicities. i.e.  

Non-Inclusive Positive & Affirming 
• American-Indian 
• African-American 
• Japanese-American 
• Italian-American 
• Chinese-American 

• Native American/Indigenous People 
• African American 
• Japanese American 
• Italian American 
• Chinese American 

 

Religion 

It is important to ask how people identify themselves and be aware of complexities within all religious 
identities. For example, not all Arabs are Muslim, and many nationalities and ethnicities include various 
religious practices and traditions. Religious identity is used as an adjective to describe people, not as a 
noun. Hatred toward specific religions can be portrayed in variety of ways. For example, antisemitism 
is described as the latent or overt hostility or hatred directed towards, or discrimination 
against Jewish individuals for reasons connected to their religion, ethnicity, and their cultural, 
historical, intellectual and religious heritage. Antisemitism has also been expressed through individual 
acts of physical violence, vandalism, the organized destruction of entire communities and genocide. In 
more recent times, such manifestations could also target the state of Israel, conceived as a Jewish 



collective. Additionally, Islamophobia is defined as the dislike of or prejudice against Islam or Muslims, 
especially as a political force. To learn more about religious organizations from different faith traditions 
at FIU, click here.  

Inappropriate Example Positive & Affirming Example 
• Jews 

 
• Muslims 

• Jewish People, People who are Jewish, 
People who follow/practice Judaism 

• Muslim people, People who are Muslim, 
People who follow/practice Islam 

 
Gender 

Avoid using terms that put down or elevate one’s actions in relation to a certain gender. 

Non-Inclusive Positive & Affirming 
• "You throw like a girl" 
• "Boys don't cry" 
• "Man-up" 

• "Try to throw better/faster/stronger" 
• "It's ok to cry" 
• "Be strong" 

 

Replace the term “man” in words that are exclusive of gender and serves no purpose. 

Non-Inclusive Positive & Affirming 
• Freshman 
• Man-made  
• To man  
• Manhole 
• Manpower 
• Mankind 
• Manhours 

• First year  
• Artificial, human-caused  
• To operate  
• Sewer cover 
• Workforce 
• Humanity 
• Hours worked   

Use terms that include all genders not just men or just women 

Non-Inclusive Positive & Affirming 
• Chairwoman / chairman  
• Congresswoman / congressman  
• Mailwoman / mailman  
• Policewoman / policeman  
• Saleswoman / salesman  
• Stewardess / steward  
• Waitress / waiter  
• Firewoman / fireman  
• Businesswoman / businessman  

• Chair, chairperson  
• Legislator, congressional rep.  
• Mail carrier, postal worker  
• Police officer  
• Salesperson, sales associate  
• Flight attendant  
• Server  
• Firefighter  
• Businessperson 

  

Sexual Orientation and Gender Identity 

Make sure that the language you are using, when referring to a person’s sexual orientation or gender 
identity accurately and appropriately describes people using adjectives and not nouns. 



Non-Inclusive Positive & Affirming 
• Homosexuals  
• Heteros / Heterosexuals / Breeders 
• Gay (n.) - “a gay” / “gays”  
• Transgendered (v.)  

 
• Transgender (n.) – "a transgender" / 

"transgenders"  
• Admitted / avowed homosexual 
• Fag, faggot, dyke, homo, sodomite, 

deviant, or perverted 

• Gay people  
• Straight People  

Gay (adj.) - “a gay person / gay people”  
• Transgender (adj.) person or  

"a person who transitioned" 
• Transgender (adj.) – “transgender person / 

people”  
• Openly lesbian / gay / bisexual or "out" 
• Do not use these words to describe 

people's sexuality or gender 
  

Avoid negating people’s existence and relationships by using heteronormative and binary language.   

Non-Inclusive Positive & Affirming  
• Husband / Wife  
• “You may kiss the bride”  
• Girlfriend / Boyfriend  

• Partner / Spouse  
• “You may kiss each other”  
• Significant Other / Lover / Partner  

  

Do not use expressions that trivialize and/or disparage people's sexual orientation.   

Non-Inclusive Positive & Affirming  
• LGBTQ people (when only talking 

about sexuality or LGBQ people) 
• The homosexual lifestyle 

 
• The gay agenda 

  
  

• Sexual preference 
  
  

• LGBQ people  
  

• The LGBQ or queer community, LGBQ 
experiences, LGBQ lives 

• LGBQ human rights or equality or specify 
the issue "adding sexual orientation to 
legislation on employment discrimination” 

• Sexual attraction/desire, sexuality, or 
sexual orientation 

    

Avoid using terms that are outdated medical terms 

Non-Inclusive  Positive & Affirming 
• Homosexuals  
• Transsexuals 
• Hermaphrodites 
• Sex Change  

• Gay people 
• Transgender people 
• Intersex people 
• Gender Affirming Surgery / Gender 

Affirming Hormones 
  

Use gender neutral or gender inclusive language and pronouns particularly when you don't know the 
gender of whom you are speaking to or about 

 Non-Inclusive Positive & Affirming  
• Ms. / Miss. / Mrs. / Mr. / Sir / Ma'am / 

Madam 
• Mx. / If they are a Dr., use that title / 

Don't use a title at all 



• She / He  
• Guys / Ladies and Gentlemen  
• Preferred pronouns 
• Lantina / Latino  
• Born Female/Male  

Natal Female/Male  
Female-bodied / Male-bodied  
Normal female/Male 
Real woman / Real man  
Not transgender 
Normal gender 

• Mother/Father or Mom/Dad 
• Women / Men (Restrooms)  

  

• They/Them 
• Y’all / Folks / Everyone / Guests  
• Pronouns / Chosen Pronouns 
• Latine or Latinx  
• Cisgender woman / cis woman  

Cisgender man / cis man  
Cisgender person / people 
Assigned female / male at birth  

  
  
  

• Parents, Family Members, Guardians, or 
Caregiver 

• Inclusive Restroom  
All-Gender Restroom  
Stalls / Urinals + Stalls  
  

  

Use terms that are not derogatory and that affirm people's self-designation of their own genders and 
bodies. Use non-binary language and gender-neutral language when you don't know the person's 
gender identity or pronouns. Don't make a big scene if you get someone's gender or pronouns wrong, 
simply correct yourself and move on. 

Non-Inclusive  Positive & Affirming 
• Preferred pronouns 
• Real Name 
• Preferred / Fake Name 
• Both genders / Opposite genders 
• She-male, He-she, It, Tranny 

• Pronouns / Chosen Pronouns 
• Given Name 
• Name / Chosen Name 
• All genders / Any gender 
• Refer to them using their chosen name or 

gender neutrally use They/Them/Their 
  

Ability & Health Status 

If you need to use a person’s disability in their description, use people first language.  The person has 
the condition rather than the person is the condition. 

 Non-Inclusive  Positive & Affirming 
• Down’s Baby 
• Handicapped 
• Handicap parking 

  
• Cripple / Lame / Deformed 

 
• Stroke victim 
• Wheelchair bound 
• Epileptic 
• Retarded / Mentally Handicapped 

• Person with Down syndrome 
• Person with a disability 
• Accessible parking, parking for people 

with disabilities 
• Person with a disability, person who uses 

leg braces, etc. 
• Person who had a stroke 
• Person using a wheelchair 
• Person with epilepsy 



  
• AIDS/HIV Victim 
• Spastic 

• Person with Learning difficulties / Person 
with intellectual disabilities 

• Person living with HIV 
• Person with cerebral palsy 

  

Do not use the word normal to describe people without disabilities. This unnecessarily and incorrectly 
devalues people with disabilities. 

 Non-Inclusive  Positive & Affirming  
• We don’t need volunteers for the 

normal kids only the handicapped 
ones. 

• We need volunteers for students with 
disabilities. 

  

Be conscious of the history behind certain terms related to mental health which were sometimes used 
to categorize people who were institutionalized against their will. Use language that recognizes the 
feeling that person gave you rather than labeling their behavior. Do not inappropriately use mental 
diagnoses to describe a mood or appreciation. 

 Non-Inclusive  Positive & Affirming 
• That person or behavior or thing is 

crazy / nuts / insane / deranged / 
demented. 

• They are a lunatic / maniac / psycho. 
  
 

• I’m so depressed. 
• I’m so OCD. 

• That person or behavior or thing is 
surprising to me. 

  
• They are behaving in an unexpected way 

or in a way that frightens / frustrates / 
confuses me. 

• I’m sad. 
• I’m super organized. 

  

Do not refer to people as the medical diagnosis they have or a historically derogatory or inaccurate 
term for a medical diagnosis. 

Non-Inclusive  Positive & Affirming  
• AIDS/HIV Victim 
• Epileptic 

  
• Dwarf / Midget 
• Paraplegic 

• Person living with HIV 
• Person with epilepsy / person who gets 

seizures 
• Person of short stature, little person 
• Person with Paraplegia 

 

Class 

When discussing an individual’s socio-economic status, use language that reflects the person.  

Non-Inclusive  Positive & Affirming  
• Homeless 
• Poor, poverty-stricken 

• Person experiencing homelessness 
• Economically disadvantaged, person 

living at or below poverty line, people 
experiencing poverty 

 



Age 

When referring to a person’s age, avoid language that is generalizing, demeaning or discriminatory.  
Use language that reflects a person’s humanity and individuality rather than stereotypes attributed to 
a certain group. 

 Non-Inclusive Positive & Affirming 
• The Old 
• The Aged 
• Geriatric 
• Senile 
• Kids / Girls / Boys 

• Older adults 
• Seniors 
• Mature aged 
• Young people 
• Younger person 

  
 

Veteran Status 

Do not assume a veteran has seen gunfire, war, or killed people. Not all veterans are involved in direct 
combat or warfare. 

Non-Inclusive  Positive & Affirming  
• So, you are a veteran, have you ever 

killed anyone? 
• You’re not a real veteran, unless 

you’ve been in battle. 

• So, you are a veteran, can you tell me 
about your military experience? 

• Thank you for your service. 
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Introduction to Social 
Justice



Indigenous Land 
Acknowledgement

Florida International University acknowledges that our institution is 
located on the ancestral homelands of sovereign Native nations, 
including the Tequesta, the Calusa, and today, the Seminole Tribe of 
Florida, and the Miccosukee Tribe of Indians of Florida. We pay our 
respects to the traditional custodians, the Elders past and present, 
by fully recognizing Indigenous sovereignty as well as the historical 
and contemporary relationship between Indigenous peoples and 
their traditional homelands.

It is within our responsibility as an academic institution to uphold 
knowledge about the history of FIU with the original stewards of this 
land that we live, learn, and work on. We encourage our university 
community to read and learn about ways to support our local 
Indigenous communities in their efforts to preserve Seminole and 
Miccosukee land rights, cultural practices, and aid them in the 
conservation of our environment.



Program Outline 
❖ Our Mission, Vision, and Core Values

❖ Student Learning Outcomes

❖ Check-In and Reflection

❖ Defining Systemic Oppression

❖ Case Study – Differences between diversity, inclusion, and justice

❖ Fundamental of Social Justice Badge Program

❖ Questions and Answers

❖ Evaluation



The Office of Social Justice & Inclusion works with 
students, faculty, and staff to:

• Empower social change;
• Advocate for diversity and inclusion;
• Educate for justice and equity; and
• Act with empathy and impact.



Learners will be able to reflect on the societal values that lead to empowering social 
change.

Learners will be able to reflect on how to act with empathy and impact.

Learners will be able to articulate their understanding of social injustices and inequities.

Learners will be able to demonstrate how serving our FIU community relates to 
becoming an advocate for positive change.

Learners will be able to reflect on the core competencies they've gain to advocate for 
positive social change.

Learners who obtain this badge will build skills sets and competencies related to social 
justice, equity, and inclusion which is integral for employability. 

Learners will also be equipped with the skills to become active advocates against forms 
of injustice in society. 

Learners will gain awareness of their role in creating a more just environment for all.



Before we 
get started...
https://go.fiu.edu/SJB-Pre



What does “social justice” 
mean to you?

THE REDISTRIBUTION OF POWER AND OPPORTUNITY TO CREATE EQUITY, DIVERSITY AND CIVIC
ENGAGEMENTS FOR MARGINALIZED GROUPS IN A SUPPORTIVE ENVIRONMENT.



Addressing injustice 
and oppression

Let’s look through three 
different frameworks:
▪ Diversity
▪ Inclusion
▪ Justice





Social Equality / Human Rights is a situation in which all 
people within a society have the same status in all 
respects, including civil rights, freedoms, property rights 
and equal access to social goods and social services.

Equity is the fair treatment, access, opportunity, and 
advancement for all people, while at the same time 
striving to identify and eliminate barriers that have 
prevented the full participation of some groups.



Lets Dig Deeper



Defining Systemic 
Oppression

from Iris Marion Young (1990)
Five Faces of Oppression

Widespread cultural, 
political, and economic 
norms that restrict the 
freedoms of certain 
groups of people by 
privileging other groups 
and by imposing 
consequences for 
resisting those norms.

Marginalization

• Exclusion from 
useful social life

• Examples- People 
with disabilities, 
elderly

Exploitation

• Labor that is more 
beneficial to 
others than to the 
worker

• Examples -
Undocumented 
or minimum wage 
workers

Cultural 
Imperialism

• Dominant groups 
determine what is 
“normal”

• Examples - Judeo-
Christian 
holidays, Asian-
Americans as 
perpetual 
foreigners

Violence

• Disproportionate 
experience of and 
lack of protection 
from assault and 
hostility

• Examples - Trans 
and gender non-
binary people, 
Black people

Powerlessness

• Never being “in 
charge” over other 
people

• Examples -
Formerly 
incarcerated, 
marginalized 
groups in certain 
systems



Diversity is 
an 

invitation

Inclusion is 
accommodation

What would justice look like?

People with disabilities 
should be centered at all 
stages of development

Who is designing and 
approving the plans for 
these buildings?

How can we design buildings 
in the future that will
eliminate these injustices?

Let’s proactively address this 
instead of waiting for 
accommodation requests



Justice is 
changing the 
system
by addressing the root causes of 
inequity and oppression



Benefits of Badging
Demonstrates achievements of acquired skills.

Promotes and amplifies own personal brands.

Highlights an achieved mastery of knowledge.

Displays accreditation in a specific competency.

Reflects the effort and prestige taken to earn it.



1. Sign up on our Fundamentals of Social Justice Badge 
Panther Connect page

2. You will be prompted to provide your Panther ID, which 
then you will be granted access to the Fundamentals of 
Social Justice Badge course on Canvas

3. Attend badge events

4. Complete all badge assignments

5. Earn your Micro Badge



Completion of a Pre-Assessment

Attendance at two of the following FIU Student Conferences
• Men of Color Leadership Symposium
• Women Who Lead Conference
• Diversity Day
• Social Justice Summit
• Student Leadership Summit

Completion of 3 of the following FIU Social Justice related 
trainings

• Inclusive LGBTQA Language Training
• StepUp Bystander Intervention
• Kognito - Students in Distress
• Diversity, Equity, and Inclusion online module

Completion of 6 of the following Social Justice 
Educational Seminars

• Introduction & Definition of Terms
• Cultural Continuum Responsiveness
• Intersectionality
• Power, Privilege, and Oppression
• Social Model on Disability
• Conflict Resolution, Ethics, and Civility

Completion of 1 community engagement project
• Social Justice related internship
• Development of a OSJI sponsored workshop
• Lead a OSJI social justice discussion
• Volunteer or lead a social justice-related service 

project

Completion of the Final Reflection Paper or Video

Completion of a Post Assessment

Minimum score of 80% for each assignment

How To Earn The Badge



• You can start at anytime 
• You need to end before 

you graduate
• Seminars will be presented 

multiple times a year
• Schedule of events and 

opportunities will be 
posted in Panther Connect

Time is on your side



Questions 
and Open 
Discussion

THANK YOU FOR YOUR 
PARTICIPATION 



POST EVALUATION

HTTPS://GO.FIU.EDU/SJB-POST



OSJI.FIU.EDU
PRIDECENTER.FIU.EDU

WOMEN.FIU.EDU

FIU_OSJI
FIUPRIDECENTER

WOMENSCENTERFIU

OSJI@FIU.EDU
PRIDECENTER@FIU.EDU

WOMEN@FIU.EDU



POWER, 
PRIVILEGE & 
OPPRESSION



Indigenous Land 
Acknowledgement
Florida International University acknowledges that our 
institution is located on the ancestral homelands of 
sovereign Native nations, including the Tequesta, the 
Calusa, and today, the Seminole Tribe of Florida, and 
the Miccosukee Tribe of Indians of Florida. We pay our 
respects to the traditional custodians, the Elders past 
and present, by fully recognizing Indigenous 
sovereignty as well as the historical and contemporary 
relationship between Indigenous peoples and their 
traditional homelands.

It is within our responsibility as an academic 
institution to uphold knowledge about the history of 
FIU with the original stewards of this land that we live, 
learn, and work on. We encourage our university 
community to read and learn about ways to support 
our local Indigenous communities in their efforts to 
preserve Seminole and Miccosukee land rights, 
cultural practices, and aid them in the conservation of 
our environment.



WE NEED YOUR

PARTICIPATION



The Office of Social Justice & Inclusion works 
with students, faculty, and staff to:
•

•

•Empower social change;
•Advocate for diversity and inclusion;
•Educate for justice and equity; and
•Act with empathy and impact.



GROUND RULES

• Be Aware: Subjects covered in this program 
may trigger intense feelings

• Give Respect and Get Respect

• Confidential and supportive environment

• Use “I” statements, Do not direct 
any statements at anyone

• Practice active listening

• Understand that each individual’s

perspective is  legitimate in their eyes and 

is backed by a lifetime of personal events



TODAY, OUR PARTICIPANTS 
WILL:

• You will learn to identify systems of Power, 
Privilege and Oppression

• You will critically think about their place 
within the systems of Power, Privilege and 
Oppression

• You will learn strategies about coping, 
addressing and even overcoming injustices 
within the systems of Power, Privilege and 
Oppression



How are you 
doing today?

Introductions: Name, Pronouns, Major, 

What you would like to get from today's 
training?



These are some traits, characteristics or identities that intersect to form you.
These traits or characteristics may help to confer privilege and power

or may also be used to discriminate or oppress.

You YouEducation

C
are

e
r

Fraternity/Sorority



Privilege

Unearned benefits conferred
upon members of dominant groups
at the expense of others. Privilege 

exists when one group has 
something of value that is denied to 
others simply because of the groups 

they belong to, rather than merit. 
Dominant group members may be 
unaware of their privilege or take it 

for granted.



Privilege 
explained



“We need to be clear that there is no such thing

as giving up one’s privilege to be “outside” the system.

One is always in the system. The only question is

whether one is part of the system in a way that challenges or 

strengthens the status quo. Privilege is not something I take and 

which I therefore have the option of not taking. It is something 

that society gives me, and unless I change the institutions that 

give it to me, they will continue to give it, and I will continue to 

have it, however noble and egalitarian my

intentions”

(harry brod).



Power Dynamics

It is the way people or groups of people 
interact with each other when one of the 
sides has more power. The interactions 

between sides are usually somehow 
unbalanced with one side having 

something the other 
needs or desires.

Power

access to resources and to 
decision makers to get what you want done, the ability to 
influence others, the ability to define reality for yourself 
and potentially for others. Power can be visible, hidden, 

or invisible. Power can show up as power over others, 
power with others, and/or

power within.



Power Dynamics in Everyday Life



Oppression

prejudice + power. The systematic 
targeting or marginalization of one 

social group by a more powerful  group 
for the social, economic, and political 

benefit of the more powerful group. Only 
the dominant group can be oppressive 
(i.e., Racist, classist, etc.) Because only 

the dominant group has the power. 
Oppression is the losing end of 

privilege (allen johnson).

Prejudice

an unjustified, unfair, 
unreasonable and 
uninformed opinion, 
feeling or attitude towards 
an individual based on 
stereotypes and/or lies 
about a particular trait(s), 
characteristic(s) that they 
possess or are perceived 
to possess.

Power

Access to resources, 
opportunity, people with 
these as well. Leverage 
over others, freedom to 
the constraints that others 
may have because of 
increased privilege.



Personal

Community

Social

System

Institutional

Scope:  Personal
• Small, Intimate
• Individuals
• Informal/Casual

Scope: Community, 
Social
• Medium Size
• Private and/or Public
• Small – Med. Groups
• Semi Formal

Scope:  Systemic, 
Institutionalized

• Large Size 
• Very Public
• Formalized
• Large Social Media 

imprint
• Longer lasting effect



Video



Thank you for your participation



Resources

• ojsi.fiu.edu – FIU’s Office of Social Justice and Inclusion

• www.Dictionary.com – used to define terms

• Teaching for Diversity and Social Justice, 3rd Edition

• www.youtube.com – Search for Power Privilege and Oppression

http://www.dictionary.com/
http://www.youtube.com/


References

• Students Learn a Powerful Lesson About Privilege. (2014). Retrieved 
from youtube.com/watch?v=2KlmvmuxzYE&t=36s

• Adams, M., Bell, L. A., Goodman, D. J., & Joshi, K. Y. (2016). Teaching 
for Diversity and Social Justice (Third). New York, NY: Routledge.

• Power Privilege and Oppression. (2018). Retrieved from 
https://www.youtube.com/watch?v=LTDikx-maoM&t=38s

• A Different World with Dean Cain: The Racism Episode. (2018). 
Retrieved from 
https://www.youtube.com/watch?v=QZg2dErrhYA&t=69s





GRASSROOT
S ACTIVISM
& PROTEST
SAFETY



Name
Title



The Office of Social Justice & Inclusion 
works with students, faculty, and staff 
to:

• Empower social change;
• Advocate for diversity and inclusion;
• Educate for justice and equity; and
• Act with empathy and impact.



•Mission
The Office of Social Justice and Inclusion (OSJI) celebrates 
diversity and promotes inclusion by creating a campus 
community that encourages social responsibility, honors 
equality, and foster student success

•Vision
The Office of Social Justice and Inclusion will become the 
leading entity at Florida International University that 
promotes campus diversity, inclusion, social awareness, and 
advocacy.

•Core Values
Inclusivity, Equity, Cultural Competency, Respect, 
Responsibility, & Excellence



Indigenous Land
Acknowledgement

Florida International University acknowledges that our institution 
is located on the ancestral homelands of sovereign Native 
nations, including the Tequesta, the Calusa, and today, the 
Seminole Tribe of Florida, and the Miccosukee Tribe of Indians 
of Florida. We pay our respects to the traditional custodians, the 
Elders past and present, by fully recognizing Indigenous 
sovereignty as well as the historical and contemporary 
relationship between Indigenous peoples and their traditional 
homelands.
It is within our responsibility as an academic institution to uphold 
knowledge about the history of FIU with the original stewards of 
this land that we live, learn, and work on. We encourage our 
university community to read and learn about ways to support 
our local Indigenous communities in their efforts to preserve 
Seminole and Miccosukee land rights, cultural practices, and aid 
them in the conservation of our environment



Protesting Safely 
Includes

Confidential and supportive environment

Use “I” statements
Step outside of your comfort zone where 
possible
Active listening

It’s okay to pass

Accept others where they arego.fiu.edu/SJIpre-
event

Pre -Survey

Community 
Guidelines

https://go.fiu.edu/mpas%20evaluation


https://www.timesrecordnews.com/story/news/local/2020/05/31/peaceful-protest-wichita-falls-set-
monday/5299380002/

A peaceful protest is planned for Monday afternoon 
in downtown Wichita Falls. Kelly Jordan, Detroit 

Free Press

Our Participants Will:
Learn the definition of grassroot activism

Be able to learn about guidelines and policies involve in 
grassroots organizing

Identify grassroots organizations in history and in 
their communities

Identify structures unique to grassroots activism
Explore protest history and debunk misinformation

Examine recent happenings, legislature, and rights

Learn safety measures for before , during, and after 
protest



WHAT IS GRASSROOT ACTIVISM ?
• “Grassroot” = “Ordinary 

People” (Cambridge 
Dictionary) 

• Learn what grassroots 
activism is about 

• Consists of basic activities 
and skillsets that unite 
diverse individuals 

• Relies on individual 
initiatives, freedom of 
speech, freedom of 
expression, and freedom to 
assemble 

• Often do not involve 
superpacs or large 
corporations’ sponsorships 

Grassroots activism’s 
most basic definition 
is the mobilization of 
a group of people 
who feel strongly 
about a certain issue 
and want to initiate 
change, often the 
lives of these 
individuals are 
directly impacted by 
the issues they 
challenge.

https://www.merriam-webster.com/dictionary/super%20PAC


HISTORICAL GRASSROOTS MOVEMENTS

• Civil Rights Movement 1950s & 
1960s
• The makeup of the Civil 

Rights Movement consisted 
of many local community 
groups with similar vision 
for change
• Southern Christian 

Leadership Coalition
• Student Non-Violent 

Coordinating Committee
• Congregation members 

of the Black churches 
across the nation

FRANK SMITH JR. -
ONE OF THE 
FOUNDING MEMBERS 
OF THE STUDENT FOR 
NONVIOLENT 
COORDINATING 
COMMITTEE. HE LED 
MANY MARCHES AND 
PROTEST IN MISSISSIPPI 
DURING FREEDOM 
SUMMER OF 1964



Bayard Rustin- is the 
man behind the March 
on Washington and the 
key adviser to dr. 
Martin Luther King Jr. 
Bayard Rustin is an 
openly gay man and 
has many times been 
arrested for civil 
disobedience and his 
sexuality.

Fannie Lou Hamer- After 
receive unconsented 
and forced hysterectomy 
by a white doctor she 
was unable to have 
children and decided to 
adopt. From that time on 
Fannie Lou Hamer 
participated and led 
many rallies and protest 
to fight for Black women's 
right to vote.

Ella Baker- Graduated 
valedictorian of Shaw 
University in North 
Carolina, Baker cared 
very deeply about the 
economic injustices 
black people face. She 
participated and led 
many social activism 
organization such as the 
Student for Non-Violent 
Coordinating 
Committee.



CITIZENS CLEARING HOUSE FOR 
NATURAL WASTE 1980 CITIZEN'S CLEARING HOUSE FOR

NATURAL WASTE 1980

THIS MOVEMENT OCCURRED WHEN
THE HOOKER CHEMICAL COMPANY, 

DUMPED CHEMICAL WASTE INTO THE LOVE
CANAL. THE CHEMICALS LEAKED INTO THE

RESIDENTS' CLEAN WATER SUPPLY
AND YIELDED CARCINOGENIC RISK
FACTORS. LOIS GIBBS AND THE

RESIDENTS AFFECTED RAISED FUNDS, 
HELD RALLIES, SIT-IN PROTESTS AND
PETITIONED FOR THE GOVERNMENT
TO INTERVENE. LATER THE CITIZEN'S

CLEARING HOUSE OF NATURAL
WASTE BECAME THE CENTER FOR HEALTH

AND ENVIRONMENT JUSTICE TODAY.



STONEWALL RIOTS
JUNE 28-JULY 3, 1969

A POLICE RAID AT THE STONEWALL INN
SPARKED A RIOT AMONG THE PATRONS, THIS
LED TO MULTIPLE DAYS OF PROTEST AND

RIOTING. MANY CONSIDER THIS THE STARTING
POINT OF THE LGBTQIA+ MOVEMENT.

THIS TRANSGENDER ACTIVIST WAS AMONG A GROUP
OF BLACK PEOPLE WHO IN THE 1960S STOOD ON THE
FRONT LINES OF THE LGBT LIBERATION MOVEMENT
AND IS NOW RECEIVING OVERDUE CREDIT FOR HER
TRAILBLAZING ROLE. MARSHA P. JOHNSON, WHO
FOUNDED ONE OF THE FIRST ORGANIZATIONS TO

PROTECT TRANSGENDER YOUTH, WAS AN OUTSPOKEN
FIGURE IN NEW YORK’S GREENWICH VILLAGE.



IMPACT OF GRASSROOT MOVEMENTS

Based on the 
historical and current 
grassroot movements 
shared can you name 
or describe an impact 
that they had on our 
communities?

FIU STUDENTS SUPPORT 
MIZZOU STUDENTS



DELORES SAYS…



STARTING A GRASSROOTS 
ADVOCACY CAMPAIGN

1. DEFINE ADVOCACY FOR YOURSELF
2. IDENTIFY YOUR CAUSE AND WHAT YOU WANT TO ADDRESS

3. COMMIT & STAY FOCUSED
4. PREPARE THE LITERATURE AND READY YOUR TECHNOLOGY
5. IDENTIFY YOUR CORE SUPPORT & ONBOARD VOLUNTEERS
6. PARTNER WITH LOCAL ORGANIZATIONS
7. TAKE THE HELP OF COMMUNITY LEADERS
8. IMPLEMENT YOUR PLAN OF ACTION AND EVALUATE SUCCESS



Building an Effective 
Grassroots Campaign

• for and build a diverse 
group of supportersPlan

• insights from new membersGet

• raise an issue, tell a storyDon't 
raise

• for slacktivism and attritionPlan

• your volunteersEmpowe
r



NAVIGATING THE LEGISLATIVE PROCESS

• WHERE DO YOUR RELATED INITIATIVES ORIGINATE?
(ELECTED OFFICIALS, GOVERNMENT STAFF
AND OUTSIDE INTEREST GROUPS)

• WHERE ARE AGENDAS POSTED OR AVAILABLE?
• WHAT COMMITTEES WILL CONSIDER YOUR ISSUES?
• WHAT RULES APPLY TO MEETINGS? 

(ROBERT'S RULES OF ORDER OR OTHER SET OF RULES)
• WHO STAFFS THE COMMITTEES THAT

WILL CONSIDER YOUR ISSUES?
• HOW DO YOU MAKE A FREEDOM
OF INFORMATION ACT REQUEST?

This Photo by Unknown author is licensed 
under CC BY.

https://courses.lumenlearning.com/americangovernment/chapter/courts-due-process-and-equality-under-the-law/
https://creativecommons.org/licenses/by/3.0/


RECENT GRASSROOT MOVEMENTS

• Black Lives Matter Movement ( 2012-present) founded by Alicia 
Garza, Opal Tometi, and Patrisse Cullors

• #MeToo Movement (2006-present) founded by Tarana Burke
• Climate Emergency Extinction Rebellion (2017-present) founded by 

Roger Hallam
• March for Our Lives (2018-present) founded by students of 

Marjory Stoneman Douglas High School



Demonstrations & Political Violence in 
America: New Data for Summer 2020

https://acleddata.com/2020/09/03/demonstrations-political-violence-in-america-new-data-for-summer-2020/

❖The Armed Conflict Location and Event Data (ACLED) project states that between 
May – August of 2020 they recorded more than 10,600 demonstrations in the U.S.

❖Less than 10% of the locations reported violent demonstrations.

❖According to this report 2,440 locations across all 50 states and Washington D.C. 
all had peaceful racial justice protests.

❖BLM linked protests accounted for about 7,700 of those 10,600 recorded by the 
ACLED.

❖Most Racial Justice protests in the US have been peaceful and non-destructive.



Before You Go

PLAN FOR THE BEST

1. Research the cause and the organizers 
route and the time of the protest

2. Pack a bag with: food, water, phone 
charger, medication, wet wipes, tissues

3. Don’t go alone bring someone or go with a 
group you trust, and wear comfortable 
clothing and shoes

PREPARE FOR THE WORST

1. Have a plan to reconnect with the people 
you came with

2. Bring a change of clothes and extra water 
bottle with a squirt top to drink and wash off 
your skin or eyes

3. Bring a bandana to cover nose and mouth 
and lemon juice to aid breathing if chemical 
exposure

https://www.amnestyusa.org/pdfs/SafeyDuringProtest_F.p
df



Before You Go - Continued
PLAN FOR THE BEST

1. Bring extra masks, ID, and try to social 
distance

2. Bring paper and pen and pencil to write 
down important phone numbers

3. Know your Rights 
(https://www.aclu.org/know-your-
rights/protesters-rights/#im-attending-a-
protest)

PREPARE FOR THE WORST

1. Wear glasses instead of contacts and pack 
essential medicines for a few days

2. Be mindful of your phone settings – use a 
password, instead of biometric to unlock phone, 
change to airplane mode

3. Let others know where you are going and when 
you expect to return

4. Download a messaging app that has end to end 
encryption.

https://www.nrdc.org/stories/how-protest-safely#:~:text=By%20now%2C%20most%20of%20us,allow%20a%20full%20six%20feet.

https://www.aclu.org/know-your-rights/protesters-rights/




Florida’s 
Anti-Riot 

Act

How does 
this affect 

you?



During the Protest

PLAN FOR THE BEST

1. Follow the organizers and the official 
route; walking at your comfortable pace

2. Stay Hydrated – Rest if you need to

3. Film/take pictures, but be respectful of 
other’s right to privacy; Know your 
Rights

4. Do not engage in things that you feel 
uncomfortable

PREPARE FOR THE WORST

1. Do not engage with counter-protesters

2. Be mindful of your surroundings, and 
do not linger after the official protests 
end

3. Be calm and focus if things get 
intense; Know your Rights

4. Remember the plan to reconnect with 
the people you came with if you get 
separatedhttps://www.nrdc.org/stories/how-protest-safely#:~:text=By%20now%2C%20most%20of%20us,allow%20a%20full%20six%20feet.



After the Protest

PLAN FOR THE BEST

1. Calm Down, breathe, and get Home Safely

2. Debrief with your friends and family

3. You may follow up with community 
organizers and research opportunities to 
support the cause or other causes outside of 
protesting

PREPARE FOR THE WORST

1. Calm Down, Breathe & Get Home Safely

2. Change your clothes and shoes asap

3. Debrief what happened – possibly with a 
professional and get professional help if you feel 
that your rights were violated

4. When you can write down everything you 
remember about the encounter: officer’s name, 
badge #’s, specific agency, patrol car #’s

5. Get contact info for witnesses 

https://www.aclu.org/know-your-rights/protesters-rights/#im-attending-a-protest
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Thank You! 
Any Questions?

go.fiu.edu/sjievaluatio
n

MMC 
11200 SW 8TH STREET

GC 216 
MIAMI, FL 33199 

305-348-2436
FAX 305-348-1911 

OSJI@FIU.EDU

BBC 
3000 NE 151ST STREET

WUC 255 
NORTH MIAMI BEACH, FL 

33181
305-919-5817

FAX 305-919-4258
OSJI.FIU.EDU







FIU Guidelines for Writing a Diversity Statement1 

Florida International University welcomes applicants to provide their own unique perspectives on their 
past, present, and future aspirations and contributions to promoting equity, inclusion, justice, and 
diversity in their professional careers. Such contributions can take many forms including working with 
members of communities or organizations or with university students, staff, or faculty, in the pursuit of 
increased equity, access, and inclusion for diverse peoples. 

In evaluating Statements of Contributions to Diversity, Equity, and Inclusion, search committees often 
consider the applicant’s: 

• Awareness of inequities and challenges faced by underrepresented minority students and faculty.
• Track record (commensurate to career stage) of activities that reduce barriers in education or 

research for underrepresented minority students and faculty.
• Vision and plans for how their work will continue to contribute to FIU’s mission to serve the needs 

of our diverse state and student population and create an inclusive campus.

Expectations of diversity-related experience are commensurate with an applicant’s position/stage. 
Examples include (but are not limited to): 

● Enriching the classroom environment through exposure to new perspectives on cultures, beliefs,
practices, tolerance, acceptance, and a welcoming climate.

● Mentoring students from traditionally underrepresented groups to provide the guidance needed to
help ensure their academic experience is a welcoming and positive one, to promote university
resources when needed for retention, and to serve as transformative role models for those who may
not yet understand their real potential in an academic environment.

● Outreach to members of student clubs, private organizations, or community groups
whose mission includes service, education, or extending opportunity to disadvantaged people.

● Exposure to research opportunities for individuals historically excluded from disciplines on the basis
of their gender or racial/ethnic identity.

● Service that promotes inclusion by striving to dismantle barriers to people historically excluded from
the opportunities that all have a right to enjoy.

● Leadership in any capacity that tangibly promotes an environment where diversity is welcomed,
fostered, and celebrated.

● Active recognition in your various professional roles of the challenges people may face when they
are members of underrepresented groups, people of color, or women; or because of their religious,
ethnic, or gender identities or orientation.

● Commitment to using a faculty position to open opportunities to women and underrepresented
minority faculty or students.

● Establishing a pipeline in disciplines for students in traditionally underrepresented groups.
● Creation of programs that provide support to women and minority faculty or students.

Through your Diversity Statement, you can tell us how your past and present activities have shaped your 
perspectives. Feel free to include any ideas you have for future activities that will contribute to FIU’s 
diversity and inclusion goals and let us know specifically how and when you would like to implement 
them in our University environment. 

1 Adapted from UC-Davis. 



Florida International University

IN THIS SECTION

Fellowships & Scholarships

Overview

Nova Star Scholarship Pageant

Underrepresented Graduate Student Fellowship

Delores Auzenne Fellowship

Minority State College Transfer Scholarship

More

Underrepresented Graduate Student Fellowship

Funded by Microsoft, this fellowship addresses the underrepresentation of minority doctoral

candidates across all FIU programs, with the aim of strengthening how we support our doctoral

scholars at FIU, especially within the STEM disciplines. Each candidate will receive $1,200 for the

Fall 2022 and the Spring 2023 semesters ($2,400 total). Selected candidates will participate in

professional development workshops alongside their cohort, receive networking opportunities

with professionals from FIU and beyond, as well as enjoy a host of social and academic activities

to promote community, belonging, and mentorship.

Home / Our Work / Fellowships & Scholarships /

Underrepresented Graduate Student Fellowship

https://www.fiu.edu/
https://dei.fiu.edu/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/nova-star-juneteenth-scholarship-pageant/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/underrepresented-graduate-student-fellowship/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/delores-auzenne-fellowship/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/minority-community-college-transfer-scholarship/index.html
https://dei.fiu.edu/index.html
https://dei.fiu.edu/our-work/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/index.html
https://dei.fiu.edu/our-work/fellowships-and-scholarships/underrepresented-graduate-student-fellowship/index.html


One of the best ways for FIU, as one of the largest and most diverse

institutions in the nation, to improve minority representation across

faculty positions and administrative roles is to ensure that more

diverse applicants are accepted into these terminal degree programs

and achieve degree completion.

—Trina Fletcher, assistant professor for the College of Engineering and Computing and the

PI for research for the grant

Eligibility

Must be fully admitted or enrolled in any of the 33 doctoral programs at FIU

Must be considered a historically underrepresented minority student

Must have a cumulative 3.0 GPA

Must have a strong interest in DEI initiatives

Application

Complete the online application

Submit one letter of recommendation

Submit both a CV and a Resume

Either two 3-minute videos or two 300-word essays describing your long-term professional

goals and an accomplishment you are proud of and why
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McKNIGHT DOCTORAL FELLOWSHIP PROGRAM
IN THE ARTS AND SCIENCES, MATHEMATICS, BUSINESS AND ENGINEERING

McKnight Doctoral Fellowships provide full tuition or up to $5,000 per year plus an annual stipend of $12,000 for students
pursuing Ph.D. degrees at the following universities in the State of Florida:

Florida Agricultural and Mechanical University University of Central Florida
Florida Atlantic University University of Florida
Florida Institute of Technology University of Miami
Florida International University University of South Florida
Florida State University  

PURPOSE: The McKnight Doctoral Fellowship Program is designed to address the underrepresentation of African American and
Hispanic faculty at colleges and universities in the State of Florida by increasing the pool of citizens qualified with Ph.D. degrees
to teach at the college and university levels.

ELIGIBLE FIELDS OF STUDY: Eligible fields of study include any field in the Arts and Sciences, Business, Engineering, Health
Sciences, Nursing, or the Visual and Performing Arts.

Fellowships are especially encouraged in, but not limited to, the following disciplines:

Agriculture Computer Science Mathematics
Biology Engineering Physics
Business Administration Marine Biology Psychology
Chemistry

No academic program that leads to a degree other than the Ph.D., including, but not limited to, the D.B.A., D.D.S., D.N.P.,
D.P.H., D.P.T., D.V.M., Ed.D., Ed.S., J.D., and M.D., will be covered by the McKnight Doctoral Fellowship.

THE AWARD: Up to 50 Fellowships are awarded annually to study at one of the nine participating Florida universities. Each
award provides annual tuition up to $5,000 for each of three academic years, plus an annual stipend of $12,000. (An additional
two years of support at this same level is provided by the participating institution.)* Each annual renewal is contingent upon
satisfactory performance and normal progress toward the Ph.D. degree. It is important to note that the University of Miami and
the Florida Institute of Technology will cover tuition expenses over the $5,000 paid by the Florida Education Fund. Furthermore,
universities may supplement the McKnight Doctoral Fellowship’s stipend to varying degrees.

WHO MAY APPLY: Applicants must be African American or Hispanic, U.S. citizens, and hold a minimum of a bachelor’s degree
from a regionally accredited college or university. Since this program is intended to increase enrollment in Ph.D. programs,
currently enrolled doctoral students are not eligible to apply. 

GENERAL ELIGIBILITY: The Fellowship will be awarded only to persons who intend to seek the Ph.D. degree fulltime in one of
the aforementioned eligible fields of study. In those doctoral programs which require entry at the master’s level prior to
acceptance at the doctoral level, institutional verification will be required. All recipients of the McKnight Ph.D. Fellowship must
agree to seek a professorial position at a four-year Florida university. If the student is offered a competitive faculty position at a
Florida university, and does not accept the position, the student must repay the amount of the Fellowship received. If a Fellow
does not receive a competitive offer for employment from a Florida university, without penalty, the Fellow may secure
employment opportunities elsewhere.

APPLICATION DEADLINE: Applications must be postmarked no later than January 15th of each year.
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