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Introduction

Institutions of higher education stand at the fore-
front of cultural change in an increasingly diverse 

American democracy. Yet too often diversity is seen as 
an add-on to the educational process—nice to have, 
but a luxury. The fundamental connection between 
diversity and student learning in the different aspects 
of campus life is sometimes purely accidental. With-
out an intentional and integrated approach to diversity 
and inclusion, campuses will not be able to realize the 
educational benefits of diversity that prepare students 
for collaborative work and citizenship in a global, 
interconnected society.

One of the most common misunderstandings 
about diversity is that it refers only to race/ ethnicity. 
By contrast, building a winning diversity equa-
tion draws on all aspects of diversity: gender, sexual 
 orientation, disability, gender identification, and 
other salient characteristics of difference. Just as 
importantly, inclusion refers to the ways in which a 
campus values and respects all individuals in inter-
actions, structures, and processes. The tapestry of 
inclusion means that diverse members of the cam-
pus community have voice, receive access to needed 
resources, and can participate in decision-making. 
As we elaborate further in chapter 2, genuine inclu-
sion is characterized by the principles of reciprocal 
empowerment and meaningful interdependence of 
dominant and nondominant groups. In a democratic 
environment, individuals can affirm their own iden-
tity without reproach or reprisal.

But how can colleges and universities operation-
alize diversity and inclusion across the decentralized 

contours of a campus? How can progress be measured 
and needed improvements identified?

In light of the broad and complex landscape for 
diversity in higher education, this book provides a 
concrete process for data gathering, analysis, and eval-
uation of institution-wide diversity efforts through a 
progressive, modular approach to diversity transforma-
tion. It addresses nine critical dimensions for building 
strategic diversity capacity. It provides campuses with 
the ability to audit, evaluate, and analyze diversity pro-
gress on these dimensions and prioritize areas of focus. 
Assessment of each of the nine dimensions will lead to 
a comprehensive view of an institution’s diversity pro-
gress through a systematic, research-based approach 
that supports continuous improvement and proac-
tively addresses accreditation criteria.

This book is designed as a collaborative tool that 
will enable boards of trustees, presidents, provosts, 
executive officers, diversity officers, deans, department 
heads and chairs, administrators, human resources 
(HR) officers, faculty senates and staff councils, diver-
sity taskforces, multicultural centers, faculty, and 
researchers to

•	 audit the progress on each diversity dimension;
•	 identify gaps between research-based practices 

and current approaches;
•	 tie diversity benchmarks to accreditation 

frameworks and strategic plans;
•	 chart the organization’s overall progress in 

the development of comprehensive diversity 
initiatives leading toward inclusive excellence 
(IE);
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•	 prioritize institutional diversity initiatives based 
on a comparison of the current state and the 
desired state, availability of resources, and the 
importance of each dimension in relation to 
institutional diversity goals; and

•	 create a long-term strategy for diversity 
transformation that provides a concrete, 
research-based method for auditing progress 
and future planning.

The diversity audit can serve as a conduit for deeper 
engagement and dialogue regarding diversity and 
inclusion that involves stakeholders across the spec-
trum of academic and nonacademic areas. In an era of 
diminishing financial resources, investment in costly 
audit processes involving outside consultants or asses-
sors can represent a significant hurdle for campuses. 
Our approach offers the opportunity for self-reflection 
and broad-based engagement in the process of inquiry 
and analysis and a more cost-effective method, though 
one that engages many stakeholders and necessarily 
requires considerable investment in time.

What is the value of a diversity audit as compared 
to other forms of diversity assessment? The diversity 
audit is a process-oriented and systems-based approach 
to evaluation. It draws on the strengths of various 
existing approaches, including the emphasis on action 
research and the engagement of organizational stake-
holders in the process. In chapter 1, we provide an 
extensive overview of leading approaches to diversity 
assessment and include a comparative analysis of fea-
tures of these methodologies in terms of focus, value, 
limitations, and cost (see Table 1.1).

Different models and instruments have been imple-
mented over the last two decades for gauging diversity 
progress. As the foundation for these efforts, Daryl 
Smith’s paradigm designating the four domains of 
structural representation, climate, educational and 
scholarly work, and institutional viability and vitality 
laid the groundwork for future work in this area (D.G. 
Smith, 1995). We discuss these models in greater depth 
in the first chapter, but provide here brief thumbnails 
of prominent examples.

•	 The Equity Scorecard developed by Estela Ben-
simon in 2000 identifies four domains that are 
specifically related to educational outcomes: 
access, retention, excellence and outcomes, 
and institutional receptivity. The scorecard is 

particularly focused on student access and suc-
cess as related to race/ethnicity and equity.

•	 The Diversity Scorecard is another assessment 
model that includes the Strategic Diversity 
Leadership Scorecard and the Inclusive 
Excellence Scorecard. These models draw on 
Smith’s four dimensions of campus diversity 
and measure goals, tactics, objectives, and 
indicators in quadrants on dimensions that 
include learning and diversity. The scorecard 
approach uses an approach similar to the 
balanced scorecard and as such is a snapshot 
of concrete performance indicators.

•	 The diversity rubric developed by the 
New England Resource Center for Higher 
Education (NERCHE) is a cross-sectional 
approach that evaluates progress through a 
snapshot of selected performance indicators 
at a given point in time. Although the rubric 
provides a stage-based continuum, the 
generality of its definitions for each level could 
involve approximations rather than precise 
measurements of progress.

•	 Diversity mapping is a visually based 
methodology that integrates both structural 
and thematic elements of diversity through 
a cross-sectional analysis. Its progressive 
taxonomy addresses seven levels of engagement 
with diversity that tend to rely on thematic 
references rather than content-based analysis. 
As a proprietary method involving extensive 
analysis by external consultants and evaluation 
using coding software, it requires a significant 
resource investment.

The diversity audit we describe offers a modular, 
research-based framework that focuses on self-study 
and will enable evaluation of the integration of dif-
ferent dimensions of diversity across the campus eco-
system. Its particular value lies in its thoroughgoing 
analysis of institutional diversity structures, systems, 
and processes. Given the budgetary constraints facing 
institutions of higher education, the diversity audit 
represents a cost-effective vehicle for evaluation that 
allows campuses to address specific mission-driven 
contextual factors and builds synergy with organiza-
tional stakeholders in the process.

Unlike more limited types of scorecard approaches 
with specific performance indicators, the diversity 

Chun.indb   2 10-05-2019   14:40:24



I N T R O D U C T I O N 3

audit begins with detailed questions about the variables 
and data that will, in turn, lead to the determination 
of needed indicators and help identify gaps between 
the current and desired state of diversity  progress. This 
book is designed as a resource for institutions seeking 
to implement structural, programmatic, and cultural 
change in support of diversity. As such it provides con-
crete strategies, best practice examples, and worksheets 
for reflection on each dimension.

In the audit process, we emphasize the link between 
diversity progress and accreditation criteria. In particu-
lar, we highlight the principles of the Academic Quality 
Improvement Project (AQIP) of the Higher Learning 
Commission that serves the North Central region. 
AQIP is a systems-based model that can be applied to 
the evaluation of diversity progress. AQIP is process 
oriented with an emphasis on outcomes and results. 
Its holistic approach involves critical self-reflection 
that focuses on continuous improvement. Its approach 
is context specific and involves self-determination in 
light of the many variables that differentiate college 
and university campuses. In each chapter, we also cite 
representative criteria from the regional accrediting 
agencies related to each dimension.

In the implementation guide in chapter 11, we map 
the different steps in each dimension of the audit pro-
cess and indicate recommended participants for each 
step. As in the formulation of diversity strategic plans, 
gathering data for the audit needs to involve feedback 
and input from stakeholders and a structured process 
with time lines, milestones, and development of a final 
report of findings. To ensure successful implementa-
tion, communication about the goals of the audit and 
transparency in the process will facilitate greater com-
mitment to identified goals.

Given the significant differences in institutional 
contexts and organizational structures, there is no 
single process for completing the audit. Support from 
senior leadership is essential for the success of the 
audit in order to provide the needed vision and ongo-
ing institutional commitment.

Different approaches are possible. The audit can 
be led by the chief diversity officer (CDO) in concert 
with academic and nonacademic leaders. Depending 

on the reporting relationship of the CDO (i.e., to the 
president or provost), the president or provost can 
work with the cabinet to authorize the institution’s 
next steps and approve final recommendations. Or in 
collaboration with the CDO, the process can involve a 
subset of an institutional diversity taskforce consisting 
of faculty, administrators, staff, and students. When 
an institution has a shared diversity leadership model 
that includes diversity officers in divisions, colleges, 
and schools, a collaborative coalition of these offic-
ers can lead the audit process. Alternatively a steer-
ing committee or data research team of representative 
stakeholders can be formed to facilitate and oversee 
the process. To foster greater engagement, committee 
leadership can include partnerships between academic 
and nonacademic areas.

Because colleges and universities operate in terms of 
a centralized administrative hierarchy working in tan-
dem with decentralized divisions, colleges, and depart-
ments, communication is key to the process. Input 
needs to be received from representative academic and 
nonacademic groups and offices, such as the dean’s 
council, department chairs, human resources, and 
student affairs/multicultural affairs. The involvement 
of governance bodies such as the faculty senate and 
student government can also enhance the process. In 
all cases, broad-based consultation is essential to build 
ownership and strengthen accountability.

The audit does not need to be completed in 
sequential order, although the first five modules are 
considered to be the foundation for further analysis. 
As a practical tool, the diversity audit can be imple-
mented in stages or in a sequence desired by a given 
campus. One of the key advantages of this approach 
is its modular and progressive format. More than one 
component of the audit can be taken on simultane-
ously.

Taken as a whole, the audit can provide a holis-
tic institutional analysis that will enable campuses 
to accelerate diversity progress, capitalize on exist-
ing strengths, address the appropriation of needed 
resources, prioritize areas for improvement, and ensure 
the systematic integration of programs and processes 
that foster equity and inclusion.
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