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1. Roll Call 

 
2. Adoption of the Agenda 

 
3. Approval of the Minutes  

a. June 9, 2020 
 

4. Visitors to be Heard 
 

5. Old Business 
a. Land Acknowledgment Statement 
b. Home Rule Update  
c. Potential Intercultural Development Inventory Testing Partnership  

 
6. New Business 

a. LGBT Liaisons Title Changes 
b. Citizen Review of Force Panel Discussion 

 
7. Adjourn 

 
Access the Human Relations Commission Agenda on the web – www.vermillion.us 
 

Addressing the Commission:  Persons addressing the Commission shall be recognized.  Please raise your hand to be recognized and 
state your name and address.  
 

a. Items Not on the Agenda Members of the public may speak under Visitors to Be Heard on any topic NOT on the agenda.  Remarks 
are limited to 5 minutes and no decision will be made at this time. 
b. Agenda Items:  Public testimony will be taken at the beginning of each agenda item, after the subject has been announced by the 
Mayor and explained by staff.  Any citizen who wishes may speak one time for 5 minutes on each agenda item.  Public testimony will 
then be closed and the topic will be given to the governing body for possible action.  At this point, only commission members and staff 
may discuss the current agenda item unless a commission member moves to allow another person to speak and there is unanimous 
consent from the commission.  Questions from commission members, however, may be directed to the public through the presiding 
officer at any time. 
 

Meeting Assistance:  The City of Vermillion fully subscribes to the provisions of the Americans with Disabilities Act of 1990. If you 
desire to attend this public meeting and are in need of special accommodations, please notify the City Manager's Office at 677-7050 at 
least 3 working days prior to the meeting so appropriate auxiliary aids and services can be made available.  
 

As a courtesy to others, we ask that cellular phones and pagers be turned off during the meeting. 

The City of Vermillion is a proud official partner of the 2020 Census  

Human Relations Commission Agenda 
7:30 p.m. Special Meeting 

Thursday, September 3, 2020 
Virtual Meeting 

Meeting ID: 851 0265 5274  
    Passcode: 731347   

https://us02web.zoom.us/j/85102655274?pwd=dTRVOE
dsaWpqeWVVeXJ5KzJZZ3ZoQT09 

https://us02web.zoom.us/j/85102655274?pwd=dTRVOEdsaWpqeWVVeXJ5KzJZZ3ZoQT09
https://us02web.zoom.us/j/85102655274?pwd=dTRVOEdsaWpqeWVVeXJ5KzJZZ3ZoQT09


Unapproved Minutes 
Human Relations Commission  
Thursday, July 9, 2020 Regular Meeting 
 

The regular meeting of the Human Relations Commission was called to order 
via Zoom on Thursday, May 7, 2020 at 7:02 p.m.  

1. Roll Call 
Present: Shannon Cole, Wendy Hess, Jordan Bonstrom, Brenda Fergen, 
Codylee Riedmann (7:03), Jerry Yutrzenka, Calvin Petersen (did not 
vote due to technical difficulties) 
Absent: 
Staff present: John Prescott, City Manager; James Purdy, Assistant 
City Manager 
 

2. Adoption of the Agenda 
  

Cole motioned to approve the agenda seconded by Yutrzenka. Roll call: 
Cole-Y, Hess-Y, Bonstrom-Y, Fergen-Y, Riedmann-Y, Yutrzenka-Y. Motion 
carried unanimously.  

 
3. Approval of the Minutes 
 

3a. Yutrzenka moved to approve the March 5, 2020 minutes, seconded by 
Fergen. Roll call: Hess-Y, Bonstrom-Y, Fergen-Y, Riedmann-Y, 
Yutrzenka-Y, Cole-Y. Motion carried unanimously. 

 
4. Visitors to be Heard 

Former Chair Travis Letellier was present as a representative from 
the USD Office of Diversity and Inclusion. He will be attending many 
of the Commission’s meetings as a guest.   

 
5. Old Business 

a. Oath of Confidentiality. 
b. Schedule of Meetings. 
c. Land Acknowledgment Statement. 
d. Home Rule Update. 

 
5a. All new members must complete the Oath as soon as possible. It is 
not necessary to sign the oath in the presence of the City Manager.  
 
5b. The commission discussed the meeting times and dates. It was 
agreed that the meetings would begin at 7:15 p.m. and take place the 
first Thursday of every other month. The meeting schedule is as 
followed: 
 
September 3rd  
November 5th 
January 7th 
March 4th 
May 5th 
 



In May the commissioners rotating off will be Riedmann, Petersen, and 
Bonstrom.  
 
5c. The Commission discussed a recent Supreme Court Decision upholding 
indigenous land rights in Oklahoma, which may affect South Dakota in 
the future. The Commission discussed two different styles of land 
acknowledgment statements that were enclosed in the meeting packet. 
Cole and Bonstrom will work on putting a draft of the land 
acknowledgment statement together. The Commission would like the draft 
to be reviewed by someone with the USD Native American Cultural 
Center.   
 
5d. Background was given on the Home Rule Charter. Home Rule would be 
a reversal of Dillon’s Rule, in that a City would be able to do 
whatever is not explicitly prohibited by the state, rather than only 
what the state explicitly permits. The Human Relations Commission is 
interested in Home Rule and the draft charter being developed because 
of potential opportunities to enhance anti-discrimination protections 
within the City. The Commission wishes to work with the Home Rule 
Charter Committee on educating the public about Home Rule and its 
potential applications. The Commission will work on putting together 
a frequently asked questions (FAQ) sheet, in regards to Home Rule and 
human rights/relations.   
  

6. New Business 
a. Anti-Racism Training Opportunity  

 
6a. The Commission discussed the possibility of entering into a 
partnership with the USD Executive Committee for some anti-racism 
training. There is interest among both USD and the City to provide 
this type of training to employees. The Commissioners were asked to 
research non-profits in the region that may offer this type of 
training.  

 
The Juneteenth sidewalk chalking event was a major success. The 
Commission will also discuss a possible statement in solidarity with the 
Black Lives Matter movement.  
 
The next meeting will be Thursday, September 3, 2020 at 7:00pm. 
  
7. Adjourn 

Moved by Yutrzenka to adjourn, seconded by Hess. Roll call: Bonstrom-
Y, Cole-Y, Fergen-Y, Hess-Y, Reidmann-Y, Yutrzenka-Y. Motion carried 
unanimously at 8:06 p.m. 
 
       
      
 
      

       Shannon Cole, Chair 
       __________________________________ 

      Vermillion Human Relations Commission 



 

 

Intercultural 
Development Inventory® 

 

 

 

Prepared for: 
  

Prepared by: 
  

IDI, LLC 
http://idiinventory.com/ 
info@idiinventory.com 

The Intercultural Development Inventory® (IDI®) is protected by copyright and is the proprietary 
property of Mitchell R. Hammer, Ph.D., and IDI LLC. Intercultural Development Inventory and IDI 
are registered trademarks of Mitchell R. Hammer, Ph.D., and IDI, LLC. You may not use, copy, 
display, distribute, modify, or reproduce any of the trademarks found in this Report except as 
expressly authorized by IDI, LLC. 

  

Carl M , Example Group

IDI Qualified Administrator, IDI, LLC

Individual Profile Report

ORGANIZATIONAL VERSION
STANDARD

http://idiinventory.com/
mailto:info@idiinventory.com


Introduction 
 

Your IDI Individual Profile Report provides valuable information about your own mindset/skillset 
toward cultural difference and commonality. You can gain valuable insights about how you engage 
cultural differences by reflecting on both past and current cross-cultural events or situations you 
have been or are involved in. Your IDI profile results can help you increase your own cultural self- 
and other-understanding around such differences and commonalities. 

 

The Intercultural Development Inventory® (IDI®) is a valid and reliable assessment of intercultural 
competence. It has been developed and tested using rigorous cross-culturally validated 
psychometric protocols with over 220,000 respondents from a wide range of cultural groups and 
countries. In addition, the IDI has been translated into several languages using rigorous “back 
translation” protocols. 

 

As you reflect on your IDI profile results, consider: 

 

 Have you responded to each of the statements in the IDI honestly? 

If so, then the IDI profile will be an accurate indicator of your approach for dealing with 
cultural differences and commonalities. 

 

 Have you recently had or are currently experiencing a significant professional or 
personal transitional experience (e.g., moving to another country, traumatic event)?  
 
If so, you may wish to reflect on how this transitional situation may impact how you make 
sense of cultural differences and commonalities as identified by your IDI results. 
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Intercultural Development Continuum 
 
Intercultural competence is the capability to shift perspective and adapt behavior to cultural 
difference and commonality. Intercultural competence reflects the degree to which cultural 
differences and commonalities in values, expectations, beliefs, and practices are effectively 
bridged, an inclusive environment is achieved, and specific differences that exist in your 
organization or institution are addressed from a “mutual adaptation” perspective. 

People are not alike in their capabilities to recognize and effectively respond to cultural differences 
and commonalities. The Intercultural Development Continuum® (IDC®) (modified from the 
Developmental Model of Intercultural Sensitivity originally proposed by Dr. Milton Bennett), 
identifies five orientations that range from the more monocultural orientations of Denial and 
Polarization to the transitional mindset of Minimization to the more intercultural or global mindsets 
of Acceptance and Adaptation. Your success in achieving your goals is better served when you 
can more deeply understand culturally-learned differences, recognize commonalities between 
yourself and others, and act on this increased insight in culturally appropriate ways that facilitate 
goal accomplishment among diverse individuals and groups. 

Monocultural Mindset Intercultural/Global Mindset 
 Makes sense of cultural differences and 

commonalities based on one’s own 
cultural values and practices 
 

 Uses broad stereotypes to identify 
cultural difference 

 
 Leads to less complex perceptions and 

experiences of cultural difference and 
commonality 

 Makes sense of cultural differences and 
commonalities based on one’s own and 
other culture’s values and practices 
 

 Uses cultural generalizations to recognize 
cultural difference 
 

 Leads to more complex perceptions and 
experiences of cultural difference and 
commonality 
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Summary Orientation Descriptions 
 

Denial An orientation that recognizes more observable cultural 
differences (e.g., food), but may not notice deeper cultural 
difference (e.g., conflict resolution styles) and may avoid or 
withdraw from such differences. 

Polarization A judgmental orientation that views cultural difference in 
terms of “us” and “them” This ranges from (1) a more 
uncritical view toward one’s own cultural values and 
practices coupled with an overly critical view toward other 
cultural values and practices (Defense) to (2) an overly 
critical orientation toward one’s own cultural values and 
practices and an uncritical view toward other cultural values 
and practices (Reversal). 

Minimization An orientation that highlights cultural commonality and 
universal values and principles that may also mask deeper 
recognition and appreciation of cultural differences. 

Acceptance An orientation that recognizes and appreciates patterns of 
cultural difference and commonality in one’s own and other 
cultures. 

Adaptation An orientation that can shift cultural perspective and change 
behavior in culturally appropriate and authentic ways. 
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How to Interpret the IDI Individual Profile Report 
The IDI Individual Profile Report presents information about how you make sense of and respond 
to cultural differences and commonalities. This Report reviews the following information 
specifically focused on your approach to cultural differences and commonalities: 

 Perceived Orientation (PO): The Perceived Orientation (PO) reflects where you place 
yourself along the Intercultural Development Continuum. This reflects how you see yourself 
when you interact with culturally diverse individuals and groups. Your Perceived 
Orientation can be Denial, Polarization, Minimization, Acceptance, or Adaptation. 
 
 

 Developmental Orientation (DO): The Developmental Orientation (DO) indicates your 
primary orientation toward cultural differences and commonalities along the Continuum as 
assessed by the IDI. The DO is the perspective you most likely use in those situations 
where cultural differences and commonalities need to be bridged. Your Developmental 
Orientation can be Denial, Polarization, Minimization, Acceptance, or Adaptation. 
 
 

 Orientation Gap (OG): The Orientation Gap (OG) is the difference along the Intercultural 
Development Continuum between your Perceived Orientation and Developmental 
Orientation. The larger the gap, the more likely you may misread how effective you are in 
bridging across cultural differences. Also, the larger the Orientation Gap, the more likely 
you may be “surprised” by the discrepancy between your Perceived Orientation score and 
Developmental Orientation score. 
 

• A Perceived Orientation score that is higher than the Developmental Orientation 
score indicates an overestimation of your intercultural competence; that is, you may 
feel you are more adaptive than you likely are. 
 

• A Developmental Orientation score that is higher than the Perceived Orientation 
score indicates an underestimation of your intercultural competence; that is, you 
may believe you are less adaptive to cultural differences that you are. 

 
• A Perceived Orientation score that matches the Developmental Orientation score 

indicates you are generally accurate in your assessment of how you adapt to cultural 
differences. 

 
 

 Leading Orientations (LO): Leading Orientations are the next steps to take in further 
development of intercultural competence. For example, if your Developmental Orientation 
is Minimization, then your Leading Orientations (LO) would be Acceptance and Adaptation. 
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IDI Individual Profile
Perceived Orientation (PO)

Your Perceived Orientation Score indicates that you rate your own capability in understanding
and appropriately adapting to cultural differences within Acceptance, reflecting an orientation
that recognizes and appreciates patterns of cultural difference in one’s own and other cultures in
values, perceptions and behaviors.

Developmental Orientation (DO)

Your Developmental Orientation Score indicates that your primary orientation toward cultural
differences is within Minimization, reflecting a tendency to highlight commonalities across
cultures that can mask important cultural differences in values, perceptions and behaviors. This
can often take one of two forms: (1) highlighting commonality that masks equal recognition of
cultural differences due to less cultural self-awareness, more commonly experienced among
dominant group members within a cultural community, or (2) highlighting commonalities that
masks recognition of cultural differences that functions as a strategy for navigating values and
practices largely determined by the dominant culture group, more commonly experienced
among non-dominant group members within a larger cultural community.
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Orientation Gap (OG)

Developmental Orientation
Perceived Orientation

88.89

120.06
Orientations

40 55 70 85 100 115 130 145

Developmental Continuum

The Orientation Gap between your Perceived Orientation score and Developmental Orientation
score is 31.17 points.

A Perceived Orientation (PO) score that is higher than the Developmental Orientation (DO)
score indicates you have overestimated your level of intercultural competence. A DO score that
is higher than the PO score indicates that you have underestimated your intercultural
competence. A Perceived Orientation score that matches the Developmental Orientation score
indicates you are generally accurate in your assessment of how you adapt to cultural
differences. You overestimate your level of intercultural competence and may be surprised
your DO score is not higher.



A Deeper Look at Your Orientation Gap 
Starting your journey to increase intercultural competence begins by reflecting on the gap (if any) 
between your own self-rating (Perceived Orientation) and the IDI’s assessment (Developmental 
Orientation) of your intercultural competence (i.e., the way you primarily engage cultural 
differences and commonalities). 

 

 If you overestimated your intercultural competence, this is not unusual. Research 
indicates that human beings often feel they are more effective in a variety of pursuits than 
they are. For example, people consistently rate themselves as using communication skills 
more effectively and frequently than they do.  
 
You may also feel your IDI results are not really “accurate” when in fact, this reaction is 
often grounded in the gap between your Perceived Orientation and your Developmental 
Orientation. Being aware of your Orientation Gap can help you engage more fully in your 
own intercultural competence development. 
 
 
 

 If you underestimated your intercultural competence, it indicates you use more culturally 
responsive strategies than you believe you do. This can arise from situations you have 
encountered where diversity challenges were substantial, and you may feel you responded 
less competently than you did. 
 
 
 

 If you accurately estimated your intercultural competence, you likely are accurate about 
your own sense of how well you do when engaging cultural diversity. Your IDI results likely 
would not surprise you. 
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A Deeper Look at Your Developmental Orientation 
 A Minimization Orientation reflects a tendency to focus on commonalities across diverse 
communities that can mask deeper recognition of differences. Characteristics of a Minimization 
mindset are: 

 

Minimization Orientation 

• Strength: You likely have found some success interacting with people from diverse 
cultures when commonalities can be drawn upon. 
 

• Developmental Opportunity: You may struggle to bridge across diverse communities 
when differences need to be more deeply understood and acted upon. Your task is to 
develop a deeper understanding of your own culture—cultural self-awareness—and 
increased understanding of culture general and culture specific frameworks for making 
sense of and more fully attending to cultural differences. 

  

 
 
 
 
 
 
 
 

May be used as a 
coping strategy by 

non-dominant 
culture members 

Does not view 
differences as a 

threat to one’s own 
cultural practices 

Seeks to avoid 
stereotyping and biased 

behavior by treating each 
person as an individual 

Tends to assume 
people from other 

cultures are basically 
“like us” and applies 
one’s own cultural 

views to other 
cultures in ways that 

minimize the 
importance of cultural 

differences 

May not be fully aware of 
how one’s ideas & behavior 

are culturally grounded 

Interested in 
differences (e.g., 

customs) but 
limited ability to 
adapt to other 

cultural practices 

Recognizes the 
essential humanity of 
every person and tries 
to act in tolerant ways 

Minimization 
Orientation 
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An Organization Example

Assume “Mary” is a manager of a diverse work team and her Developmental Orientation is
within Minimization. She is likely able to describe a number of strategies she is using to make
sure “everyone has the opportunity to contribute to the accomplishment of our goals”. Her
Developmental Orientation of Minimization has a blind spot insofar as she may not be fully
attending to how cultural differences need to be recognized and adapted to among her culturally
diverse team. For instance, Mary may express frustration that a number of her team members
“do not effectively participate in brainstorming sessions”. In fact, Mary may well look to ways she
can encourage her culturally diverse team to verbally participate more in these important
sessions by reassuring everyone that their views and opinions are important and valued. What
she may not be fully aware is that many of the specific strategies she is using to manage her
team are actually strategies that likely work well with people from her cultural background but
may not be as effective with employees whose approach is culturally different. In this instance,
Mary is not attending to the cultural differences as deeply as she might in order to achieve team
objectives and more effectively manage her team.

Leading Orientations

Leading Orientations are the orientations immediately “in front” of your primary (developmental)
orientation. The Leading Orientations for you are Acceptance through Adaptation. Acceptance
is focused on both increasing cultural self-awareness and learning culture general and culture
specific frameworks for more deeply understanding patterns of difference that emerge in
interaction with people who are from other cultures. In addition, Acceptance involves the
capability to make moral and ethical judgments in ways that take into consideration other
cultural values and principles as well as one’s own cultural values and principles. As you begin
to more fully recognize and appreciate cultural differences, you are well positioned to look for
ways to shift cultural perspective and adapt behavior around cultural differences.
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IDI Individual Profile
Demographic Information

First (Given) Name Last (Family) Name
Carl M

Education level (completed):
M.A. degree or equivalent graduate degree
 
Country of citizenship (passport country). Indicate the country that you consider your
primary country of citizenship.
UNITED STATES
 
Current position in your organization:
Supervisory level
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