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We would like to meet you!

Using the chat box to tell us:

e Your name

e Your pronouns (e.g. they/them/theirs, ze/zir/zirs, she/her/hers,
he/him/his, etc.)

e One concern you have about engaging in diversity, equity, and
inclusion work

e One goal you have for the workshop

In this workshop, | will...

[ Speak my truth ]

[ Listen and respect others ]

[ Move up or move back ]

Expect to experience some
discomfort and lack of closure

f

*Adapted from Courageous Conversations about Race (Singleton & Linton, 2006) and Erasing Institutional Bias: How to Create Systemic Change for Organizational Inclusion
(Jana & Diaz Mejias, 2018)

6/24/20



Systemic Cultural Forces Sustain Institutional Biases
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Image adapted from Edward (1971) and Senge, Kleiner, Roberts, Ross, Roth, Smith, &
Gunman (1999)

Systems Thinking Framework to Promote
Institutional Change

Erasing Institutional Bias Framework
(Jana & Diaz Mejias, 2018)

« |dentify and set a clear intention. ] Systemic Cuural Forcedi seen and un
e o tnoven EVENTS
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produces
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[,
produces
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« Deconstruct: Eliminate subjective processes STRUCTURE:
Jo— rules/policies/
practies
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« Build in accountability and ongoing

Image adapted from Edward (1971) and Senge, Kleiner,
measurement

Roberts, Ross, Roth, Smith, & Gunman (1999)

Case Study
Overview

AN

Identify and set a clear intention

» What is the opportunity for change? To access case study EiE®

* What is our goal? materials

Review Case orgoto DEL200 [0)

Deconstruct: Eliminate
subjective process

What organizational
processes create the

(https://bit.ly/3hYsyqH) _SCANME
-

opportunity for change?
What is hindering change?

Lead with Data

« What data do we have?
« What case can we make?

Reconstruct with Objectivity
How can we meet our
intention?

* What resources do we
need?

What is the current state?
Who are the stakeholders?
Needs? Perspectives?

Whose voice or perspective is A bility & A
missing? Why?

« How do we know we met our
goal?

« What will continuous
improvement look like?

Erasing Institutional Bias Framework (Jana & Diaz Mejias, 2018)
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Let’s Practice

Allendale College is a small college with a well-established engineering
program. A new dean of undergraduate admissions for the school of
engineering, Dr. Docker, is hired with a mandate to increase the diversity of
the student body, which is largely white and middle-class. While there is
widespread support of this diversity effort, it is clear that the mandate has a
second requirement: the increase in diversity not come with a change in
admissions requirements that have rigorous standards for testing and high
school course prep in science and math. Dr. Docker conducts a thorough
overhaul of the admissions process and engages in national efforts to reduce
barriers to college admissions for traditionally underrepresented groups.

N 4

Identify and set a

clear intention Lead with data

* What is the current state?

* Who are the stakeholders?
Needs? Perspectives?

+ Whose voice or perspective
is missing? Why

* What is the opportunity for * What data do we have?
change? + What else do we need to
* What is our goal? know?
» What case can we make?

Allendale College is a small college with a well-established engineering
program. A new dean of undergraduate admissions for the school of
engineering, Dr. Docker, is hired with a mandate to increase the diversity of
the student body, which is largely white and middle-class. While there is
widespread support of this diversity effort, it is clear that the mandate has a
second requirement: the increase in diversity not come with a change in
admissions requirements that have rigorous standards for testing and high
school course prep in science and math. Dr. Docker conducts a thorough

Breakout Discussion: Let’s meet Lisa...

- ' overhaul of the admissions process and engages in national efforts to reduce
barriers to college admissions for traditionally underrepresented groups.
Deconstruct Reconstruct

* How do we know we met our

* How can we meet our
intention? goal?

« What organizational
processes create the
opportunity for change? * What resources do we

« What is hindering change? need?

* What will we sustain our
efforts?

Speak my truth

Listen to and respect others
experiences

Move up or move back

Expect to experience some
discomfort and lack of closure
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To access case study materials E E
orgo to
(https://bit.ly/3hYsyqH) E
SCAN ME
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Breakout Room 1:
Identify and Set a Clear Intention (Notes)

Breakout Room 2: Lead with Data (Notes)

Breakout Room 3:
Diagnose Accurately (Notes)

Breakout Room 4:
Deconstruct to Eliminate Subjective Processes (Notes)
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Breakout Room 5: Build in Accountability and Ongoing
Reconstruct with Objectivity (Notes) Measurement (Notes)

Based on Lisa’s story, tell us how we can create

systemic change in our institution? CALL TO

Discussion Debrief:

What are our intentions? ACT I 0 N

What data do we have or need? Q‘
S

“You have to act as if it were
possible to radically
transform the world. And you
have to do it all the time.” -

Angela Davis

What is the diagnosis?

What must be deconstructed to
be successful?

* How could we reconstruct the
system for an improvement?

[ I |

* How can we sustain these
changes?

- -
To access case study
materials

orgo to DEL200
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Workshop,
(https://bit.ly/3hYsyqH)
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Call to Action

References

1.Examine the current state of DEI at your institution.
2.Commit to learning more.
« Literature, podcasts, articles, research (resources provided)
« Share & discuss what you have learned with others
*  When you see a gap in your understanding, dig in & ask
questions.
3.Connect with others doing similar work.
+ Contribute to discussions and be open to change.
4.Reflect on the work you and others are doing.
* How do individual decisions contribute to systemic issues.
» Contemplate how your work is reflected in your actions &
practice.
5.Commit to continue to “do the work.”
« Itis important to remember that no single approach will
eradicate all disparities.
« This work often takes time and the active involvement of many

\)
&
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