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exclusionary

devoted to maintaining the
majority group's dominance and
privilege as are usually manifested
in the institution's mission and
admissions policies for staff,
faculty, and students;

hostile to anything that might be
seen as a concern for social justice
or social diversity in the institution
(or department) and, therefore,
very likely not interested to
consider any change toward
becoming multicultural.

66 club

implicitly maintains the privileges
of those who have traditionally
held power, by:

establishing mission statements,
policies, [etc.] from the exclusive
perspective of the power-holders;

admitting limited numbers of
people from racial/ethnic groups
as long as they submit to the
institution's perspective and have
"appropriate" credentials;

committing to issues of social
justice as long as it is convenient
and does not cause any
disturbance.
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compliant

responds to outside pressures but
is not fully convinced that it is
important to pay attention to
issues of social justice;

provides access to previously
excluded members of
racial/ethnic groups "at the
bottom of the system" or as
"exceptionally qualified" hires;

does not allow for significant
changes in response to increased
demographic diversity;

does not challenge majority's
biased attitudes and behaviors
against racial/ethnic groups.
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In the spaces above, list stakeholder types, constituencies,
departments, or programs at your institution that embody

the categories of the MARED continuum.

Where are we?

Which MARED category seems most common at
your institution right now? How do you know?

66

affirming

explicit awareness of importance
of social justice, grounded on
sound theological and biblical
principles and reflected in
congruent policies and practices;

committed to eliminating
discriminatory practices and
inherent advantages of majority;

recruits and promotes members
of racial/ethnic groups at all levels;

implements programs to support
success of minorities;

encourages thinking and behaving
in a nonoppressive manner.
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Where do we want to be?

Which MARED category might be ideal for your
institution in 3-5 years? Would you recommend a
change of category? Why or why not?
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66 redefining

not fully content with being
nonexclusive and nonoppressive,
and works to learn from diversity;

goes beyond managing diversity
to capitalizing on it in all areas;

looks for ways to ensure full
growth of all perspectives to
enhance effectiveness;

guestions the reality of relying on
one cultural perspective to drive
institution, and distributes power
among diverse groups;

plans for new ways to welcome
inclusion, participation, and
empowerment of all members.
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multicultural

multiracial/multiethnic institution;
moves beyond internal efforts to
support efforts for social justice in
larger society;

reflects interests of diverse
groups at academic, institutional,
and communal levels;

eradicates social oppression in all
forms within the institution;

includes members of diverse
groups as full participantsin
institutional decisions;

supports efforts in broader
community to eliminate
discrimination.
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How can we explore further?

What data (official documents, meeting minutes,
surveys, informal conversations, etc.) could you
explore or collect to inform your responses?

for questions or permissions to replicate: JODILPORTER@GMAIL.COM




Circle one metric from each of the four dimensions.
In the spaces below, imagine versions of those metrics or related

Education / Scholarship

availability of diversity-related
courses and requirements

Access / Success

population of diverse students by
type of degree

success of diverse students I I I I !I I () | l R“ I OLD extent to which courses

(persistence, honors, graduation)

short-term targets that could track progress toward your
institution's preferred MARED category (re: justice).

include diversity issues

FRAMEWORK

diversity-related courses

Institutional Capacity
f D t student research that
or IVersl y engages the diverse society

for more detail, see Smith, D.G. (2020). Diversity's promise for
higher education: Making it work (3rd ed.).

Johns Hopkins Press. quantity and substance of

student learning about diversity

(disaggregated by racial/ethnic group)

dimension metric / target for justice
student final projects or dissertations

Viability / Vitality i related to diversity

: : Access
diversity of faculty/staff - faculty expertise on
. diversity-related matters
board diversity and engagement
~ faculty involvement in diversity efforts
institutional history on
diversity issues and incidents T N ishi
Y Viability faculty. resea.rch efnd p.ubllshlng
- involving diversity
institutional strategies and B
resources for diversity
centrality of diversity in institutional
documents and processes . h o
Education _ Climate / Intergroup

public constituency perceptions - perceptions of institution
of institutional diversity, equity (climate, fairness)

framework and indicators re: diversity

quality of experience
(engagement on campus

Climate ~
and/or satisfaction)
type and quality of interactions
among diverse groups
What now?
Describe one or two next
for questions or permissions to replicate: steps for your institution's (disaggregated by racial/ethnic group)

JODILPORTER@GMAIL.COM diversity work.



