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NUMBERS, STATISTICS, AND
MORE


National Council of Nonprofits, via
BoardSource’s 2015 national survey, Leading
with Intent, shows:
 64%

of Americans are White (2010 U.S. Census)
 89% of CEOs are White, 11% people of color
 90% of Board Chairs are White, 10% people of
color
 80% of Board Members are White, 20% people of
color


“Some of the members that we are cultivating for board
recruitment are African-American, but that is because of their
level of involvement [with the organization], not for ethnicity.

NUMBERS, STATISTICS, AND
MORE
On boards, people of color increased from 16% in
2010 to 20% in 2014. But 25% of boards remain all
White.
 Most CEOs report that their boards have discussed
the importance of expanding board diversity (74%)
and actively recruited members from diverse
backgrounds (80%). Yet only 56% report that the
board has reviewed and revised its recruiting efforts,
and only 19% indicate that the board has developed
an action plan to increase diversity.


 “Several

prominent board members continue to hold
onto long-held beliefs and expectations that are no
longer relevant in today’s society.” – CEO of an
Association

CASE STUDY: Enrich Chicago

Angelique Power – Founding Co-Chair, Enrich Chicago
Manuel Martinez
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Two years ago, Angelique Power assembled a
roomful of colleagues to figure out how to get
more people of color into the arts posts around
the city. The catalyst was a 2013 Americans
for the Arts survey that showed that 86% of all
executives at local arts agencies were white.
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That first discussion, which Power calls “the
worst meeting ever,” led the group to form
Enrich Chicago, a coalition of 14 nonprofits
and seven foundations whose goal is racial
equity, in terms of management, funding, and
artist support, for Chicago-area ALAANA
nonprofits by 2050. ALAANA stands for
African, Latino, Asian, Arab, and Native
American.
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So far, Enrich Chicago has commissioned a
study of arts funding in the Chicago area to get
a sense of how foundations fund ALAANA
groups. It has also started an artsadministration club at Chicago High School for
the Arts, where 78 percent of the 600 students
are black, Latino or Asian. The club, which has
about 20 active members, helps students think
about careers in the arts other than as
performers, and acts as a pipeline for future
arts administrators.
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Meanwhile, the situation has improved, if only
slightly. The 2015 Americans for the Arts
census shows that 83% of all arts
administrators are white.
Only 17% of all arts administrators are people
of color.
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Enrich Chicago: Vision
A

flourishing and sustainable arts environment
that is open, inclusive and equitable.



Enrich Chicago: Goal
 To

collaboratively develop a replicable and
sustainable plan that creates new pathways for
historically-excluded people, to arts organizations
at all levels.
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Enrich Chicago: Statement of Purpose
 Acknowledge

the actual history, relevance of and
vital need for ALAANA (African, Latino(a), Asian,
Arab and Native American) arts organizations.
 Create a work culture inside our arts
organizations that cultivates all people, especially
ALAANA people and encourages thriving, livable,
equitable environments as the norm.
 Attract, retain and promote more ALAANA arts
administrators inside of all arts organization.
 Increase arts funding for ALAANA artists and arts
organizations
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Enrich Chicago affirms that:
 Every

community is worthy of having its art
funded, presented and experienced.
 Centuries of historic and institutional racism have
had a major impact on the arts. We agree to be
accountability partners within our organizations
and the field to combat and change this.
 All art forms are critical and important and we do
not intend to vilify any genres in favor of others.
Instead, we find it necessary to lift all while
recognizing some art forms have been
underfunded and need extra lifting and resources
to rectify historic inequities.
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Enrich Chicago has made racial equity in arts
its primary focus. We have committed financial
and human resources to training ourselves on
structural racism and are committed to
creating and testing solutions to irrevocably
change systems through the following actions:
 Educate

ourselves and our community on the
existence and impact of historic racism and
design new thinking and practices to offset its
impact.
 Design and implement new policies and practices
within our organizations intended to analyze and
disrupt the long term effect of historic racism.

CASE STUDY: Enrich Chicago
 Engage

in cross-town programming and planning
to nurture and cultivate ALAANA artists,
administrators and organizations.
 Advocate on behalf of all arts organizations to
increase funding to those who have been
historically underfunded in the arts.
 Create and connect pipelines across the city to
increase the number of and success of ALAANA
people in the arts.
 Create and manage an online forum to showcase
case studies within Enrich Chicago and provide
tools to other organizations and partners eager to
join in the work.
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Member arts organizations:
MUNTU Dance Theatre of Chicago
 Joffrey Ballet Chicago
 Victory Gardens Theater
 Court Theatre
 The DuSable Museum of African American History
 Old Town School of Folk Music
 Black Ensemble Theater
 Steppenwolf Theatre
 Hyde Park Art Center
 National Museum of Mexican Art
 Auditorium Theatre of Roosevelt University
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Member foundations:
 The

Joyce Foundation
 The MacArthur Foundation
 Grantmakers in the Arts: Supporting a Creative
America

Misty Copeland, American Ballet Theatre,
Gong,
November 1, 2013 - Photo by Kent G Becker via Flickr
(notmydayjobphotography)
More than equality is at stake when Ms. Copeland – the first African-

American principal female dancer in the [American Ballet Theatre’s] 75year history – dances. When a company is diverse, the audience
becomes more diverse, too, and for those faced with aging, dwindling
audiences, that is priceless.

Leslie Odom Jr., Hamilton, Richard Rodgers
Theatre,
June 19, 2016, - Photo by Theo Wargo (Getty Images)

Diversity is not just a black and white issue. Diversity is an issue for
everyone, and we must not forget that.
- Leslie Odom Jr., 2016

Lacresha Berry, Lyric Theatre, TUBMAN,
February 17, 2017 - Photo by Brandon Turner (Unsung Hero Media)

Having venues that are inclusive to all stories, whether it be gender, race,
class or anything else, has been a positive impact on my life because
these stories are my stories. These stories are what I experience and
have witnessed firsthand and when a venue is inclusive of the telling of
these whole and diverse stories, visibility is attained and validated.

Racial and Ethnic Diversity in Arts
Management: An Exposé and Guide
Elena Muslar
Assistant Director of Entertainment &
Fine Arts Professions at Loyola Marymount
University

Racial and Ethnic Diversity in Arts
Management: An Exposé and Guide


Part I: Who’s in the Room?
 1)

“My organization does try to reach out to
people of color but they don’t apply.”
 The

effort shouldn’t be about reaching out but
instead about welcoming in.

 2)

“I’m not really sure why we haven’t had
people of color in leadership positions.”
 Institutional

racism! Yep, I said it. Let’s face it
and move on.

Racial and Ethnic Diversity in Arts
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Part I: Who’s in the Room?
 3)

“I fear my own voice in this conversation.”

 Your

voice matters and silence speaks volumes.

 4)

“I’m not sure how to get young people of
color interested in this field.”
 Exposure

is crucial! Arts education is the door
waiting to be opened in order to help cultivate
next-gen leaders of color.

Racial and Ethnic Diversity in Arts
Management: An Exposé and Guide


Part II: Open the Door!
 1)

Connect with cultural community leaders in
plain sight.
 2) Implement and integrate strategies that
embrace diversity to strengthen organizational
sustainability.
 3) Incorporate diversity awareness into the
organizational culture.
 4) Set concrete plans in place that provide room
for advancement and opportunities to break the
glass ceiling.

Racial and Ethnic Diversity in Arts
Management: An Exposé and Guide


Action encouragements for the arts
administrator of color:
 1)

Become comfortable with your responsibility –
realize your role.
 2) Take pride in yourself.


Action encouragements for the white ally arts
administrator:
 1)

Become comfortable with your responsibility –
realize your role.
 2) Become a white ally.

Racial and Ethnic Diversity in Arts
Management: An Exposé and Guide


Action propositions for arts organizations
looking to foster next-gen leaders of color:
 1)

Serve the communities that make up our
society and move more towards telling the stories
of the people whose support you want.
 2) Create visible awareness – exercise the see-itto-believe-it mechanism.
 3) Enhance educational engagement and
cultivate leadership development opportunities.

Lights, Camera, ACTION!


Ways to champion diversity, inclusion and
equity:
 Board

governance practices or policies that
encourage the board to reflect the community
served.
 Ensure programs are accessible for those with
special needs; and have made their websites
accessible.
 Building a pipeline of leaders by convening “junior
boards”.
 State associations are now collecting diversity
information along with salary and benefits data
that will yield greater detail about trends in

Lights, Camera, ACTION!
 Encourage

staff to participate in community-ofcolor peer cohorts in your community.
 Host community conversations about DI&E.
 Nominate a “diversity and inclusion” champion or
create an award to recognize staff and/or
volunteers.
 Strengthen engagement with diverse local
communities to build trust.
 Broaden staff recruitment sources.
 Articulate a clear and compelling business case
for increasing diversity and inclusion.

Q & A TIME

THANK YOU FOR YOUR
ATTENTION AND
PARTICIPATION.

#MAKEADIFFERENCE

THE END!

RESOURCES
 http://cargocollective.com/enrichchicago
 http://www.chicagobusiness.com/article/20161119

/ISSUE01/311199993/how-to-end-racism-in-thearts?X-IgnoreUserAgent=1
 https://www.councilofnonprofits.org/thoughtleadership/nonprofits-you-are-the-championsdiversity-inclusion-and-equity
 https://my.boardsource.org/eweb/pdf/LWIReport.pdf
 http://devosinstitute.umd.edu/~/media/D6750176
AEF94F918E8D774693C03E53.ashx

