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Introduction 

Diversity. Whatever its source – age or gender or race, religious convictions or economic class or 
national origin – it is both delight and challenge. With respect for individuals and readiness to 
learn, such diversity can enrich students' educational experience inside and outside the classroom, 
on and beyond the campus. This is diversity's inviting but not inevitable potential. It is the invitation 
Saint Xavier University has accepted, a potential it hopes to realize. Sister Joy Clough RSM. 
(Clough, 1997, p. 309) 

Saint Xavier is a Catholic university sponsored by the Sisters of Mercy of the Americas. Located in 
Chicago, Illinois, in the USA, the university serves a diverse population of over 5,700 students and 
offers 38 undergraduate degree programmes and over 30 graduate degree programmes options. 
Founded by the Sisters of Mercy in 1846 and chartered in 1847 as Saint Frances Xavier Academy for 
Females, Saint Xavier (SXU) inaugurated college classes in 1915, became co-educational in 1969 and 
gained the status of a university in 1992. From the time, Saint Xavier began offering college courses in 
1915 until the late 1960's it served mostly White Catholic females. Despite large non-White 
populations living in close proximity to Saint Xavier, attracting non-White students was somewhat 
challenging, as the campus was located in a predominantly White area that was particularly hostile to 
Black/African-American students. In 1972-1973, the non-White student population at Saint Xavier was 
10 per cent; in 1990, it was 12 per cent; and in 1996 it was 19.5 per cent. In 2007, the US News and 
World Report recognized SXU as one of the most diverse campuses in the Midwest region of the USA. 
At the time, the student body consisted of 17 per cent Black/African American students, 12 per cent 
Latino/Hispanic; and 2 per cent Asian. 

Given our diverse student body, the university leadership acknowledged the importance of taking a 
focused approach towards becoming a campus that values and celebrates diversity and inclusion, and 
formally began the journey in 2005. This article provides an overview of the multicultural 
organizational development model (MCOD; Jackson and Hardiman, 1994), discusses its application at 
SXU and the findings related to the climate on campus. In addition, as members of the change team, 
we provide our reflections on the experience including barriers encountered and recommendations for 



institutions who chose to implement a formal process for developing a more inclusive and equitable 
community. 

Multicultural organizational development model 

The MCOD developed by Jackson and Hardiman (1994) was utilized in executing this change effort. 
MCOD is a long-term complex organizational change process that aims at reducing oppression that 
exists in institutions through a fundamental transformation of the culture (Jackson and Holvino, 1988; 
Gutierrez and Nagda, 1996). Jackson (2005) describes a multicultural organization as a “system that 
seeks to improve itself and enhance its ability to reach its mission by advocating and practicing social 
justice and social diversity” (p. 9). Social justice focuses on the elimination of racism, sexism, etc. 
present within the organization. Social diversity concentrates on building a culture that is inclusive of 
people from various identity groups (Jackson, 2005). At SXU, the MCOD model was selected as a 
means for supporting our goal of becoming a campus that values and celebrates diversity and inclusion 
for three reasons. 

1. It represents a developmental approach with a process which provides for ongoing continuous 
improvement and a self-renewing approach.  

2. It had garnered the trust of key people in the institution who attended the National Conference 
for Race and Ethnicity in American Higher Education.  

3. The MCOD model has been utilized in higher educational settings, and represents a set of 
practices for change agents working with organizations seeking to create a multicultural 
inclusive environment. The following describes each element of the process and how these 
were operationalized on this campus.  

The multicultural organizational development goal 

An organization or institution that chooses to initiate a change effort such as the MCOD recognizes 
that effectively managing its human resources leads to achieving the overall mission, and that effective 
management of social justice and diversity is a requisite. As Jackson (2005) suggests, it must be very 
clear that the goal of becoming a multicultural and inclusive institution is in the best interest of those 
who live, learn, and work in the institution. Our endeavour began with the formal commitment to 
diversity in the university's strategic direction. 

The strategic goals and core values of the university 

The university's strategic plan specifies eight strategic directions developed to guide thinking, 
discourse, and planning for initiatives to move the institution towards becoming a leading 
comprehensive Catholic university. More specifically, Strategic Direction Eight reflects our 
commitment to diversity by stating that the university is: 

[…] committed to establishing a master human resources plan that promotes the recruitment, 
professional development, and retention of a talented and diverse workforce committed to the core 
values, mission, and heritage of the institution (SXU, 2004). 

Further, the core values of the institution include respect, diversity, hospitality, and integrity defined as 
follows: 



Respect moves us to understand the gifts and unique contributions of every person in the University 
community and to value diverse perspectives. Hospitality draws us to do our daily work with a spirit 
of graciousness that welcomes new ideas and people of all backgrounds and beliefs. Integrity gives 
us the ability to realize the greater good in our actions and programs, and challenges us to look at 
our work and ourselves holistically and as one united with others across the globe. Diversity builds a 
community that fosters a climate that is open and welcoming to diverse people, ideas and 
perspectives; that promotes a constructive discourse on the nature of diversity; and that engages 
faculty, staff and students in activities that promote the university's core values (SXU, 2004). 

The multicultural organizational developmental stages 

Jackson and Hardiman (1994) identify six stages that describe the consciousness and culture of the 
institution as it relates to issues of social justice, diversity, and inclusion. One key assumption of the 
MCOD model is that institutions and organizations exist on various points in the continuum between 
being exclusionary and multicultural. An institution is not entirely multicultural or monocultural. It is 
possible that different units within the institution can be at different stages. Therefore, in order to 
establish a plan to move towards becoming multicultural it is important to assess and benchmark where 
the institution is at a given time. The developmental stages of MCOD are most useful in the assessment 
and planning phases of the MCOD change process. 

The six stages of the MCOD model are exclusionary, The Club, compliance, affirming, redefining, and 
multicultural. An exclusionary system is dedicated to maintaining dominance of the majority group 
and is hostile to social justice and diversity. The Club tolerates and allows for engagement in social 
justice issues, but only if it maintains the privileges to those in power. In a compliance culture, there is 
appearance of justice and diversity, and access to those that have been historically underrepresented is 
allowed. In this stage, institutions are careful not to disrupt the systems which have supported the 
needs of the majority. The affirmative state openly seeks justice and diversity by actively recruiting 
and promoting members in the minority groups. Open mindedness and non-oppressive attitudes and 
behaviours are encouraged by activities such as awareness training to its members. In a redefining 
system, the institution is committed to going beyond tolerating and managing diversity, by shifting the 
institution towards valuing diversity, and creating an environment where members are treated fairly 
and can achieve their full potential. Attaining the Multicultural state is the ideal system that represents 
an institution that has eliminated all social oppression and ensures that all members of diverse groups 
are well served in their experience in the institution. 

The multicultural organizational development process 

The MCOD process is comprised of four core components: identifying and developing the change 
agent team; determining system readiness; assessing and benchmarking; and change planning and 
implementation. 

Change agent team 

The MCOD process requires that three primary change agents be identified. The internal change team 
has the responsibility of managing and facilitating the process. The leadership team champions the 
diversity initiative. The external consultant provides technical expertise to help build the internal 
capacity for the institution to sustain the change effort. 



At Saint Xavier representatives from various constituencies and demographics across campus were 
appointed to serve on the internal change team that became known as the diversity action team (DAT). 
The 16 members were administrators, staff members, tenured and non-tenured faculty, students, and 
the external consultant. The chair of DAT was appointed by the administration. DAT was charged with 
laying the foundation for instituting organizational changes necessary to become a multicultural 
university and to integrate a self-renewing process dedicated to helping the university to reach its goal 
of excellence through diversity. 

The leadership team included senior administration, academic deans, one tenured faculty, the chair of 
the DAT, and members of the board of trustees. The leadership team met on four separate occasions to 
discuss the assessment and focus group data, the feedback process, and action plans. 

The responsibility of the external consultant was to guide DAT through the initial process, provide an 
objective perspective, and help build the internal capability to continue the initiative. The university 
contracted the resources and expertise of a consulting firm for a period of 24 months. 

System readiness 

The second component of the MCOD process is system readiness, which helps determine if the 
institution is ready for, has the leadership support to do what is required to move forward, and the 
awareness of its workforce to allow the effort to succeed. A readiness inventory was administered early 
in the process to representatives of the leadership team to determine the level of commitment to social 
justice and alignment with the mission and values of the institution. Guided by our external consultant, 
the leadership team determined that the campus was ready to proceed and preliminarily assessed the 
campus as being in the compliance or redefining stages overall. 

Assessment and benchmarking 

The MCOD process is data-driven, evidence-based and requires benchmarking. This starting point is 
established in the assessment phase by collecting survey data, conducting focus groups, and assessing 
human resource practices. 

The assessment at SXU consisted of administering a survey and conducting focus groups for faculty, 
administration, staff, and students. The purpose of data collection was to assess and benchmark the 
university climate on each of the six MCOD developmental stages by focusing on issues related to 
race, gender, sexual orientation, and religion. 

The survey was distributed to all administration, staff and faculty, and a representative sample of 
students. In total 2,611 surveys were administered, 1,695 were returned, representing a 65 per cent 
participation rate overall, and 65 per cent of staff, 45 per cent of full-time faculty, and 74 per cent of 
students who were surveyed. Demographics for respondents were as follows: 72 per cent female, 67.7 
per cent White/Caucasian, 13.8 per cent Black/African American, 9.90 per cent Latino/Hispanic, 3.0 
per cent Asian/Pacific Islander, 3.1 per cent bi-racial/multi-racial, and 2.5 per cent unknown. 

The survey utilized was a validated instrument made available by the consulting firm. It included 30 
questions inquiring about participants' perceptions of social justice related topics. Three open-ended 
questions were included at the end of the survey to capture more insight about the diversity climate on 



campus. The data collection process was followed by a series of 12 focus groups facilitated by the 
external consulting group 

Findings and results of assessment 

The results of the survey data were organized by the four social identity groups: race, gender, religion, 
and sexual orientation. The survey was designed to map each question onto one of the six MCOD 
developmental stages. Based on a scale 0-4, with 4 being most like the campus, the results tabulated 
reflect how the campus is viewed on each stage. The findings indicate that as it relates to race, gender, 
religion, and sexual orientation, the respondents for all three groups (faculty, staff, and students) feel 
that the campus is only slightly like an exclusionary campus, as the average scores ranged from 0.19 to 
0.44. On the other end of the continuum, where we would like the scores to be the highest, the three 
groups of respondents feel that the campus is somewhat like the multicultural campus for all four 
social identity groups as the average scores ranged from 1.80 to 2.71. The student group, which is the 
most diverse, assessed the campus as the highest in the multicultural stage, however, they also view the 
campus as more exclusionary, more of a Club culture and compliance focused than faculty and staff. 
Additionally, while female students' assessments are almost identical to their male counterparts; female 
staff view the campus as slightly more multicultural than male staff; and female faculty perceive the 
campus as less multicultural than male faculty. With respect to race, the results for all three groups 
indicated that White/Caucasian faculty, students and staff, feel that the campus is less exclusionary and 
more multicultural than people of color. The results for religion indicate that participants who 
identified themselves as Catholic, felt the university was more multicultural than did non-Catholic 
Christians or those with other religious affiliations. The participants with other religious affiliations in 
both faculty and staff groups have much lower perceptions of being a multicultural climate than 
Catholics and non-Catholic Christians. With regards to sexual orientation, heterosexual faculty feels 
more positive about the campus climate in all six stages. Similarly, heterosexual, homosexual, and 
bisexual students assessed the campus low on being hostile or exclusionary; however, homosexual and 
bisexual students do not view the campus as multicultural. Staff responses indicate that homosexual 
and bisexual staff members view the campus as both more exclusionary and slightly more multicultural 
than heterosexual staff[1]. 

All groups suggested that the university is trending in a positive direction in that the lowest scores 
were in the exclusionary hostile stage and the highest in the multicultural stage. These findings provide 
the baseline from which to begin shifting towards the strategic directions of the university. This 
requires taking action that will contribute towards lowering the scores on the first three stages: 
exclusive, club and compliance, and increasing the scores on affirming, redefining, and multicultural. 

The information from the open ended questions provided additional insight into the perceptions of the 
campus climate. Student organizations were the only units identified by all three groups as both 
promoting diversity, and needing to become more supportive of diversity and social justice. Of the 86 
staff, 33 faculty, and 141 students who answered these questions, 54, 60, and 50 per cent, respectively, 
reported that they have had or witnessed a negative experience related to race, gender, religion, or 
sexual orientation. 

The overall findings from the campus assessment provided information demonstrating that a gap exists 
between where the university aspires to be as a diverse and inclusive campus and the stage it is 
currently in with respect to each social identity area. While these findings were generally not 
surprising, they provided greater insight as to our inclusive culture. They helped to challenge some of 



the thinking on campus and helped raise awareness that there are different views held by those who are 
not in the majority. In one meeting on campus, some people in the majority were quite surprised that 
the views of minority groups were different and not as positive as they would have expected. These 
findings are consistent with prior research that has found different views held by majority and minority 
group members. For example, Kossek and Zonia (1993) found that White men believed that women 
and racioethnic minorities had an equal or better chance of receiving support from their institutions, 
while racioethnic minorities felt they did not. In addition, White women reported that there was equal 
support for racioethnic minorities, while racioethnic minority women did not feel the same. Our results 
forced us to ask ourselves what was occurring on our campus that was not fostering the climate we 
wanted to work, learn, or live in. 

Upon completion of the assessment phase, several forums were held to present feedback to the campus 
community, including a university-wide open session as well as meetings with individual units. These 
sessions were intended to inform, raise awareness of issues and provide a basis for planning. Each unit 
was challenged with examining the data as well as developing change plans required for moving the 
unit towards the goal of becoming multicultural and inclusive. 

A structured approach for developing the change plans was provided to guide the process. This format 
required a review of the unit demographics and assessment results, identifying areas to celebrate; 
issues and challenges; outlining diversity goals to be accomplished with a two year timeframe; metrics 
to measure the degree to which each goal is accomplished; and the resources required to accomplish 
the goals. The leadership team presented the change plans approximately 22 months after the inception 
of the change process. The expectation was that the institution would begin implementation of the 
change plans, subsequently reassess and renew its diversity commitment, develop the next set of 
change plans, and implement them. With each cycle completion, the MCOD process becomes 
internalized within the organization and its culture. 

Reflections of the diversity action team 

Obstacles and challenges: viewpoint and recommendations 

Many institutions that begin a similar diversity effort will inevitably confront challenges. As members 
of DAT, we felt it would be valuable to share some of the barriers and obstacles that we encountered 
and provide a reflective discussion of these as well as recommendations for institutions interested in 
diversity-related institutional change. With the luxury of hindsight, we propose recommendations for 
helping with a successful implementation of an organizational change initiative. We base our 
recommendations not only on our experiences here at Saint Xavier but also integrate organizational 
change strategies from the management literature. 

Classic dilemmas 

Denial, resistance, and trust 

While most members of the university community were open to the process and change, some were 
not. We were informed both during meetings and in the open ended questions of the survey that since 
there are individuals from different backgrounds at the institution we are fine and nothing is broken. 
There were participants who felt that there was no problem with acceptance and treatment of 
individuals from backgrounds different from the majority. Some even suggested that asking questions 



regarding race, ethnicity, religion, and sexual orientation invites problems. As a faith-based university, 
some participants expressed concern that asking questions regarding sexual orientation was offensive 
to the university's religious heritage. Also, there was a sense that people of color chose not to apply for 
staff or faculty jobs on campus, and that we were doing all that could be done to attract diverse staff 
and faculty. 

The survey included questions on individual demographics and affiliation. Some staff members and 
faculty expressed their concern that the demographic section could lead to their identity which made 
them uncomfortable. As a result, over 5 per cent of faculty and 6 per cent of staff did not provide their 
race, gender, religion, or sexual orientation. 

We recommend that institutions committed to implementing a diversity initiative conduct a pre-
assessment prior to engaging in the formal institution-wide process. The purpose is to develop an 
understanding of the culture, its receptiveness to diversity initiatives, and willingness to embrace 
change. Bolman and Deal (1984) refer to their political frame and the external and internal forces that 
influence the vision of the organization. Understanding the internal forces, the level of openness or 
resistance, the sources of resistance and identifying champions will enable the process to be informed. 
A pre-assessment effort would minimize surprises, roadblocks, and derailers. Kotter (1996) labels the 
obstacles as blockers, and suggests that ignoring blockers is one of the reasons why transformations 
fail. We believe it is imperative to have a full and clear understanding of the culture and potential 
blockers prior to rolling out the formal change process. 

Particular focus needs to be placed in developing a survey that works well for the institution. For us, it 
would have been advantageous to have included input from a broader group than just the change team. 
One such example would be tapping into the tenured and senior faculty who are not serving on the 
committee for survey development. Schein (2004) proposes that involvement of the learner is key to 
buy-in and vested interest. This early involvement would have important implications. In addition, 
prior to administering the institution-wide survey, a pilot study should be conducted to test for 
reactions, concerns, and clarity. The assessment is a critical aspect of the process, and it is necessary 
that it be viewed positively in order to best capture the information on the diversity climate. In our 
institution, DAT would not have been blindsided by the mistrust that occurred in the survey 
administration phase had we involved more people in the process. One of the assumptions of the 
MCOD is that the ownership of the assessment process is key to success (Jackson, 2005). This 
involvement does have to be managed well and should be built with a specific timeline to prevent 
derailing or prolonging the process. 

Show me the money 

Launching any university-wide initiative requires significant financial support and dedicated 
personnel. The financial commitment for the first two years was evident by hiring of a consulting firm, 
the resources for DAT and leadership team meetings, and course load adjustment for the chair. 
However, with regard to financial resources requested in the unit plans, there was uncertainty 
regarding the funding available. This resulted in scepticism related to the university's long-term 
commitment. 

The long-term financial and human resources implications should be carefully reviewed before 
beginning the process. Schein (2005) suggests that members in the organization should have the time 
and resources available to facilitate the change effort. A transparent budget and timely feedback will 



assist in the development and execution of the activities in the action plans. This will minimize the 
uncertainly around resources dedicated to the diversity effort and will encourage timely 
implementation of the action plans. 

Yes, this is the right thing to do but… 

While there was unwavering support from the President, ongoing commitment and support from all 
members of the leadership team was mixed. Most members of the leadership team felt that engaging in 
diversity-related efforts was the right thing to do, however, not all consistently modelled the behaviour 
of an inclusive educational environment. Occasional scepticism around the initiative and a level of 
discomfort when speaking about diversity was evident. Some leaders did not realize how visible their 
actions were and the impressions made by what they were overheard saying and what they did or didn't 
do. Also, given the workload and urgency of the many issues they face at a given time, the urgent was 
allowed to drive out the important. Therefore, their support was viewed as more passive than active. 

The key factor required for a successful transformational change process is the leadership of the 
institution. The leadership team must demonstrate its commitment to achieving the goals and 
supporting the process the institution is about to undertake. According to Jackson (2005), the 
leadership team's involvement in the decision to engage in the change process is critical to its success. 
The leadership team needs to be well versed and fully supportive of the framework to be utilized in the 
transformation process, and must model the requisite behaviours of an inclusive community. The 
readiness inventory should serve as a baseline for the development of leadership. We recommend that 
more time be dedicated to pre-work with the external consultant and leadership team before officially 
rolling out the change initiative. This would include formal training on developing cultural competency 
as well as a thorough understanding of the change process to be utilized such as the MCOD Model. 

Counter cultural by design 

The recruiting effort for a change team, as is recommended in the MCOD model, emphasizes inviting 
members with new ideas who may not typically be part if the in-group of the institution. For example, 
contrary to the norm at Saint Xavier, a new non-tenured faculty member was appointed as chair, due to 
her extensive organizational development experience. The members of DAT were also appointed. 
Subsequently, an issue raised by senior tenured faculty members was that their input was not sought 
and that the members were not elected by the faculty. The strength of influence of more senior staff 
and tenured faculty, whether positive or negative, was not fully considered beforehand. With the 
expertise of the external consultant, all potential organizational and/or political issues that might arise 
should be identified and openly acknowledged before the team is formed. A proactive approach to 
managing any major conflict that might arise would provide great benefit to the process. 

Guilty as charged 

The role of DAT was erroneously viewed as leading the change effort, when it was only to facilitate 
the process. The responsibility for leading the change effort belongs to the leadership team. While 
DAT members were committed to the work of the committee, their managers were not always 
supportive of their involvement or meeting attendance. 

The leadership team should openly acknowledge and promote the work of the diversity team on an 
ongoing basis. The prioritization of workload and time commitment should be defined in advance and 



the change team needs to be recognized and positively reinforced for their contribution. The members 
of the change team would benefit from more training on many aspects of the work they are about to 
begin. It would have helped the effectiveness of our change team to have had in-depth developmental 
sessions focusing on organizational change. Serving on such a change team needs to be viewed as an 
opportunity for development. 

We also recommend that institutions begin phasing in diversity and inclusion training for faculty, staff 
and students early on. It is not necessary to wait until action plans are developed and approved to do 
so. Seeing that the institution is investing in programmes to support the shift towards multiculturalism 
and inclusion, would send a clear signal of the institution's commitment through out the process. 

Tell me more 

A key aspect of a successful roll-out of any organizational programme is a well-orchestrated 
communication campaign. A communications sub-committee was formed and actively engaged in 
many communication efforts. Throughout our process, there were ongoing postings in online student, 
faculty and staff communications. Meetings were held with the administration, staff, student groups, 
athletic teams, and faculty. 

While we felt our communication campaign seemed quite extensive, it was not effective. In addition to 
the media used for the communication being a potential issue, we believe the content of the 
communication missed the mark. The focus of the communication was mainly on the process and 
updates. There was insufficient big picture communication of the vision. Kotter (1995) refers to this as 
“undercommunicating the vision by a factor of ten” (p. 63). The comfort level of shifting from where 
we are was being threatened, without openly acknowledging where we want to be by providing a clear 
picture of what it would look like to be a multicultural institution. Jackson (2005) refers to the “ideal 
state” as what the institution is striving to become. An ongoing organized communication effort 
directly from the leadership is critical. Kotter (1996) emphasizes the importance of communicating the 
change vision, and suggests that the power of a common vision can only be actualized if members 
within the organization understand its future direction. 

Both the committee members and the community at large would benefit from clear and written 
communications from the leadership. A communication plan should be developed early and executed 
on a timely basis. The value of an ongoing line of communication with the senior administration of the 
institution cannot be overemphasized. 

Where are we now 

From the action plans that were presented and approved by the leadership team, three common themes 
were identified and endorsed as institutional priorities. These include: 

 recruitment and retention of diverse faculty and staff, a review of hiring policies and 
procedures, and development of diverse applicant pools;  

 diversity training and development including awareness and skill building; and  
 student learning and development including integrating diversity into the curriculum and 

pedagogical strategies.  



As a result, specific efforts that have and continue to take place at Saint Xavier reflect progress on all 
three themes. We have sponsored campus-wide training on diversity for creating an inclusive and 
welcoming environment. The four schools within the university have held workshops and implemented 
plans for more inclusive promotion of positions and expansion of applicant pools. Both the number of 
female and minority candidates from underrepresented groups recruited and selected demonstrate 
improvement over prior years. In terms of curricular and pedagogical development, all undergraduate 
students are required to take at least two courses related to diversity. These actions were encouraged 
and enhanced by the formal diversity effort. Each year all units submit a report to update their progress 
towards the objectives outlined in the action plans. 

Conclusions 

There are many institutions that will choose to go beyond what is required for compliance by engaging 
in a systematic process towards becoming multicultural and inclusive. It is almost guaranteed that each 
will face unexpected challenges. We believe that if the leadership and change teams are well prepared 
and can anticipate challenges, then responding to these challenges will be more manageable and result 
in positive interventions and resolutions early in the process. Organizational change strategists have 
spent decades studying organizational change and why transformations fail. From our experience, we 
recognize that having a more thorough understanding of the change process would have allowed us to 
more effectively execute the process, to have been better prepared to influence change, and to have had 
a more positive experience as members of the change team. We encourage members of institutions 
who begin their diversity change effort to thoroughly prepare, pre-plan and pre-assess. It is critical to 
communicate the vision, involve members across the institution, provide transparency of resources 
available, and train and develop the leadership team, change team members, and the community. 
Additionally, it is important to map out the timeline in order to stay on track, promote and celebrate the 
work of the change team, define the role of leadership and the change team; reward and recognize the 
change agent team; track, acknowledge and celebrate all wins immediately. 

In 2008, DiversityInc. conducted a survey of colleges and universities in the USA regarding their 
diversity management practices. Out of over 600 institutions, only 15 participated and five were 
recognized for their high-level commitment to diversity. According to Frankel (2008), many stated that 
they “either didn't have the data or felt that their answers were so paltry that they could not enter them” 
(p. 71). We believe that to a degree, this reflects that status of formal diversity and inclusion 
programmes in institutions of higher education. It is our hope that this article provides an approachable 
data-driven, evidence-based process that colleges and universities will consider in order to implement 
and measure their diversity focused efforts. 

Note 

1. Details on subgroup differences are available upon request.  
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