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TRANSCRIPT

THE HISTORY OF GENDER, RACIAL, AND
ETHNIC INITIATIVES IN MICHIGAN—
WHERE WE HAVE BEEN, WHERE WE HOPE TO
GO, AND WHY IT IS IMPORTANT

LORRAINE H. WEBER*
INTRODUCTION

Good afternoon,

I am both proud and a little amazed at the opportunity that I had early on
in Michigan to be a part of this movement, and, as you might have gleaned
from my introduction, I regret to say that I am indeed old enough to have
been there pretty much from the beginning. As I look around this room, I
see the faces of some who were there at the beginning with me, and I can
assure you that this road was not walked without the partnership and
incredible dedication of a large number of lawyers and judges who were and
remain committed to the goal of changing our profession and our courts at
the most fundamental levels. During the course of my presentation, you will
hear some of these names, but it would be impossible to list them all.
Suffice it to say that the efforts made and the successes that occurred
required a unique collaboration of all sectors of the legal profession.
Supreme Court Justices and judges from all levels of the judicial community
were critical players along with their court administrators. Bar leaders,
including state and special purpose groups, were particularly important in
implementing recommendations and supporting the ongoing development of
programs to affect change. Support from large law firms and corporations
fueled the efforts with both funding and much-needed public support. Law
schools contributed academic research and education. At the most
fundamental levels, attorneys and judges devoted valuable time and energy
to the effort. It is an effort that is still alive and well today because those

* An honors graduate of the University of Michigan and Boston College of
Law, Lorriane Weber has served on the faculty of the National Judicial College, the
Michigan Judicial Institute, and the Institute for Court Management. Ms. Weber has
devoted her life to improving equality within the legal profession. In 2008, she was
the recipient of the prestigious State Bar of Michigan Champion of Justice Award
for her lifetime career of service to the causes of equal and open justice. In addition
to her contributions to the legal community, Ms. Weber serves on the Board of
Directors of the American Red Cross, Southwest Michigan. In 2003, she received
the Community Service Pride Award from the Triangle Foundation.
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individuals would not allow it to become another report filed away and put
on the shelf, but rather they became invested in the purpose and meaning
over the course of more than twenty years.

It was almost twenty years ago that I was hired by the Michigan
Supreme Court to direct the administration of its gender and racial ethnic
task forces. This began a career arc that lasted collectvely for nearly fifteen
years as a consultant and educator around the country and here in Michigan.
I was a founding member of the National Consortium on Race and Ethnic
Fairness in the Courts and Special Advisor to the State Bar of Michigan
Open Justice Initiatives. It has been about four years since I have been
directly involved in the area of equality and justice, although as Executive
Director of the Detroit Metropolitan Bar Association and its Foundation, I
am certainly in a position to continue to create and to support programming
related to these issues. I can tell you that this initiative continues to live in
my heart as one of the most important and fulfilling professional
responsibilities that I have undertaken, and I am particularly excited to share
my recollections about what it was like and how we arrived at where we are
today.

The title of this Symposium is The Road to Equality—Are We There
Yet? It suggests that the quest for equality in the justice system is a journey,
and like all journeys, it entails not only an understanding of where we are
going but a much-needed perspective on where we started and what have we
learned along the way. My job here today is to provide the historical
perspective for this exploration and to create, if at all possible, the context
for the discussion of the relationship between our system of justice and the
aspiration to fairness and equality that lies at its very heart.

THE NATIONAL PERSPECTIVE

The dialogue about the impact of bias and the status of under-
represented groups, which at the time we called minorities, began in the
early 1980s and was initiated, in large part, by the National Organization of
Women (NOW) as an essential part of their work on the Equal Rights
Amendment (ERA). Its initial purpose was to address the increasingly
challenging issue of gender bias issues within the domestic violence arena.
From this platform, a national groundswell was developed, and, within a
short time, the area of racial and ethnic fairness was also added to the
agenda.

To give you a national perspective—at that time fewer than twenty
states had begun gender-bias initiatives and only four states, including
Michigan, had race and ethnic commissions. In 1980, NOW founded the
National Judicial Education Program with a mission of eliminating gender
bias in the courts. By 1982, NOW had convinced the United States Supreme
Court to create the first task force to investigate gender bias in the courts.
And by 1988, two leading judicial organizations called on all states to create
task forces to examine gender bias in the courts.
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One of those organizations, the National Association of Women Judges,
joined with the National Judicial Education Program and developed the
Gender Fairness Strategies Project by publishing and disseminating the
Action in the New Millennium manual. This manual offers Gender Bias and
Fairness Task Forces and Committees and court administrators a clear,
comprehensive, and effective guide for eliminating bias from the courts.
The mission was clear and unambiguous and included the following goals:

. Ensuring equal justice and access to the courts for all, including
women, youth, the elderly, minorities, the underprivileged, and
people with disabilities;

. Providing judicial education on cutting-edge issues of
importance;

. Developing judicial leaders;

. Increasing the number of women on the bench in order for the

judiciary to more accurately reflect the role of women in a
democratic society; and

. Improving the administration of justice to provide gender-fair
decisions for both male and female litigants.

At the same time, in December 1988, the New York Commission on
Minorities, chaired by Ambassador Franklin H. Williams, organized and
hosted the first meeting of the then-existing, state-court task forces and
commissions on racial and ethnic bias. The purpose of the meeting was to
provide the task forces and commissions from New Jersey, New York,
Michigan, and Washington State an opportunity to discuss the status of their
research and program activities, to share ideas, and to develop strategies for
increasing the number of commissions and task forces around the country.

One of the outcomes of this historic meeting was a decision by the
chairpersons and executive directors to schedule a follow-up meeting in
Orlando, Florida, January 20-22, 1989, for the purpose of exploring and
adopting a formal structure that would enhance communication between
existing and future task forces and commissions on racial and ethnic bias in
the judiciary. During the meeting, the group voted unanimously to establish
a formal, cooperative relationship and to request that the National Center for
State Courts act as the group’s secretariat. The group adopted the name The
National Consortium of Task Forces and Commissions on Racial and Ethnic
Bias in the Courts. In 2002, the name of the organization was changed to
The National Consortium on Racial and Ethnic Fairness in the Courts (The
National Consortium). The National Consortium became the guiding force
on racial and ethnic equality in the country.

In the intervening years, the National Consortium has grown from four
state task forces and commissions to thirty. Bylaws were adopted in 1995 at
the Annual Meeting in New Orleans, Louisiana, and modified in 2005 at the
Annual Meeting in Atlanta, Georgia. The organization was incorporated in
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1999, and I am very proud to tell you that our own Michigan Supreme Court
Justice, Marilyn Kelly, is the current Consortium Chair.

As a result of this effort, the National Center for State Courts created the
Racial and Ethnic Fairness Initiative. Its purpose was to identify and create
knowledge and practices that assist courts in implementing strategies that
promote race and ethnic fairness in the courts and in the entire justice
system. The Racial and Ethnic Fairness Initiative works to enhance the
value of what was learned through previous state and national efforts. One
example is the Position Paper on State Courts’ Responsibility to Address
Issues of Racial and Ethnic Fairness, which promotes fairness in the courts
and generates new knowledge and strategies that can be applied in pursuit of
the state courts’ agenda.

The Initiative provides the following services: (1) makes readily
accessible the finding and recommendations of the various state task forces
and commissions on race and ethnic fairness in the courts and monitors
progress reported by the states, (2) develops relevant educational materials
for National Center constituency associations and groups, and (3) serves as a
resource to state court customers on questions relating to racial and ethnic
fairness matters in the state courts.

In 1990, the Conference of Chief Justices (CCJ) and the Conference of
State Court Administrators (COSCA) issued a resolution codifying their
unconditional support for these efforts. The CCJ and COSCA’s Access to
and Fairness in the Courts Committee was charged with actively
encouraging state courts to engage in outreach efforts to increase fairness
and access to justice and sharing successful strategies and useful information
among jurisdictions. These groups have long been committed to fairness
and access to justice for everyone through improving all aspects of the
administration of justice.

As you can see, it was becoming increasingly clear that while courts and
lawyers had been the leaders in the very real gains for the Civil Rights
Movement and feminism in the 1960s, the momentum now was carefully
focused on the existence of such discrimination within legal institutions.
The spotlight was no longer focused on schools, transit systems, public
facilities, employment, and housing markets. The light of critical self-
examination was firmly aimed toward our own profession, and we could no
longer ignore the harsh truths that were revealed. Even more importantly, if
the justice system were to change, it would not change because an outside
entity forced it upon us. We would have to change from within and such
change would require a commitment from the very top levels of influence
and professional achievement—nothing short of the involvement of the
highest court in the state would be enough to start the journey.

In light of this groundswell, support, public pressure, and the work of
countless voices demanded self-examination and change. The journey, if
you will, had to be undertaken. We could no longer pretend that we were
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the only aspect of our society that had magically avoided the impact of
discrimination, stereotyping, and bias.

Investigation after investigation and report after report across our nation
were making the same findings. Public trust and confidence in the rule of
law were suffering. Citizens did not believe that justice was available in
equal measure to all nor did they believe that law was fairly applied
regardless of gender, race, or ethnic origin. The worst part of this news was
that this perception was more than just the imagination of those who were
complaining—this perception was firmly founded in reality.

This reality was confirmed in a number of ways:

. An alarming number of judges, lawyers, court personnel,
witnesses, and litigants had in fact experienced unfair and
demeaning treatment based upon their race, ethnic origin, or
gender;

. Substantive law and court rules had codified myths and
stereotypes based upon assumptions about women and
minorities;

. The application and adjudication of neutral legal standards
reflected, in many instances, those same assumptions and
beliefs;

. Representation and leadership within the courts and legal
profession did not reflect the diversity and needs of the
population served; and

. Income, position, and other employment disparities existed
across the board for women and minority attorneys.

On another front, state and local bar associations across the county were
looking at issues related to legal economics, image, quality of professional
life, access to justice, and the future of the legal profession into the twenty-
first century. In each instance, these important and necessary initiatives
intersected with the existence of underrepresentation, bias, and invidious
discrimination and led to the need for a comprehensive strategy to (1) raise
both public and professional awareness of open-justice issues, (2) reduce or
eliminate bias and discrimination within the courts and legal profession, and
(3) increase public confidence in the fairness of the legal process and the
equal application of law for all citizens.

Michigan was no exception. It was against this background that the
Michigan legal profession took up the challenge of addressing the road to
equality in its own backyard.

This road began in 1986 with the Michigan Supreme Court Citizen’s
Commission, headed by Justice Patricia Boyle. Among other things, the
Commission found that one-third of the citizens that it had surveyed
regarding the Michigan courts believed that women and African Americans
were treated less fairly than Whites in the Michigan court system.
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For many this was a disturbing and surprising finding. No profession is
more dependent upon public confidence and the perception of fairness than
the legal system in our country. The Commission could not ignore the
implication of this data stating, “A fundamental principle of our
constitutional government is that discriminatory treatment on the oasis of
race, gender, economic class, religion, or physical condition cannot and will
not be tolerated. Bias damages a court in its fundamental role as dispenser
of justice.”

With these words, the Michigan Supreme Court Citizens’ Commission
to Improve Michigan Courts called for the creation of task forces on gender,
race, and ethnic issues in the courts and enlisted the aid of Supreme Court
Justice G. Mennen Williams to the effort.

By 1996, several states throughout the country had created joint-bench
and bar commissions to study the effect of gender discrimination in their
court systems. The State Bar of Michigan, the Women Lawyers Association
of Michigan, and numerous individual members of the Michigan judicial
and legal community endorsed the Citizens’ Commission’s call for the
Michigan Supreme Court to support a similar effort. They expanded their
request to include the areas of racial and ethnic bias as well. This was a
groundbreaking development as the Michigan Supreme Court’s Task Force
on Racial and Ethnic Issues in the Courts was the first of its kind in the
nation. Michigan was setting a powerful example for other states to follow.

On September 15, 1987, the Justices of the Michigan Supreme Court
issued Administrative Order No. 1987-6 creating the Task Force on Gender
Issues in the Courts, chaired by former State Bar President Julia Darlow, and
the Task Force on Racial and Ethnic Issues in the Courts, chaired by Court
of Appeals Judge Harold Hood. Justice Williams was the Honorary Chair of
both bodies until his death early in the process. I had the privilege of
working with both task forces as Executive Director. The Michigan
Supreme Court directed the task forces “to examine the courts and to
recommend revisions in rules, procedures, and administration of the courts
to assure equal treatment for men and women, free from race, ethnic, or
gender bias.” .

After two years of extensive citizen, judicial and lawyer surveys, data
collection, research, and seventeen statewide public hearings, the 1989 Task
Forces concluded that a substantial number of citizens and lawyers believed
that bias affects justice and that their perceptions of bias were often based on
reality. These reports and their conclusions revealed that Michigan, like
many other states, needed to address the manner in which courts treat those
who often lack the power to make their voices heard.

The Reports, which were released in December of 1989, made hundreds
of specific findings and 167 detailed recommendations urging individuals,
agencies, organizations, and the courts to address the problems identified.
They provided a roadmap for change, addressing not only how lawyers treat
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one another, but also, more importantly, how to improve the quality of
justice afforded to victims and litigants.

THE TASK FORCES
1989 Gender Report

The Task Force on Gender Issues in the Courts reported that its two-year
examination of the Michigan courts established, as the Citizens’
Commission suggested, that a substantial number of Michigan citizens
believed that gender bias affects justice in the Michigan court system. The
Task Force further concluded that the perceptions of gender bias were rooted
in reality. Gender bias adversely affects the interpretation and application of
substantive laws, practices, and procedures; the treatment of and
relationships among participants in the court system, including parties,
victims of violence, children of divorce, witnesses, court employees, judges
and lawyers; and related educational and professional associations. The
Task Force investigated the concerns of both men and women and found
that gender bias adversely impacts both sexes.

The Task Force defined gender bias as “the tendency to think about and
behave toward others primarily on the basis of their sex. It is reflected in
attitudes and behavior toward women and men which are based on
stereotypical beliefs about the “true nature,” “proper role,” and other
“attributes” of the gender.”

1989 Race and Ethnic Report

The lack of equal opportunity for minority participation in
business, corporate, and professional affairs, is a grave
societal problem that will not be solved by legislation and
judicial decrees alone. Full and equal opportunities for
racial and ethnic minorities will exist only after an informed
society rejects discrimination and racism, not only because
they may be unlawful but also because they violate the
moral and human values upon which our Nation was
founded.

The Task Force identified many areas where race and ethnicity influence
conduct, procedures, and, in some instances, case outcomes. While the Task
Force was confident that it was not occurring in every court in every case,
there is evidence that bias does occur with disturbing frequency at every
level within the legal profession and court system.. This damages the lives
of individual litigants, witnesses, judges, lawyers, court personnel, and the
court system itself. The oral and written testimony as well as research
indicated that bias occurs in a variety of circumstances. However, the
conclusions and recommendations in the Task Force’s Final Report focused
on five areas:
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Courtroom treatment of minority litigants, witnesses, jurors, and
attorneys,

Impact of racial and ethnic bias on the administration, staffing,
and behavior of the court environment;

Impact of racial and ethnic bias on the criminal justice process;
Professional opportunity; and

Development for minorities in the legal profession.

1989 Joint Recommendations

Additionally, a set of joint recommendations was developed by the Task
Force on Race, Ethnic, and Gender Issues in the Courts—relating to Ethical
Standards and Disciplinary Systems, Education, and Implementation.

The Implementation Recommendation made by both Task Forces was
the critical piece to the ultimate success of the work of the two Task Forces.
This recommendation called for the creation of a standing committee on
Race, Ethnic, and Gender Issues in the Courts to be created by the Supreme
Court. This Committee was responsible for number of things:

Implement the Task Forces’ recommendations and monitor
implementation efforts on an ongoing basis;

Work with the Michigan Judicial Institute, continuing-legal-
education providers for attorneys, the National Judicial
Education Program, and other similar entities to develop
judicial- and legal-education programs on gender, racial, and
ethnic fairness;

Work with the State Court Administrative Office to establish a
statistical database appropriate for monitoring areas of the Task
Forces’ concerns and performing studies in furtherance of the
committee’s charge;

Monitor the impact of the changes in the Codes regarding the
profession, the judiciary, and court operation. As a part of this
process, monitor complaints to the Attorney Grievance
Commission, the Attorney Discipline Board, the Judicial Tenure
Commission, civil service entities, and individual courts from
lawyers, litigants, court personnel, and others;

Develop the information generated by these inquiries and
information obtained by or provided to the Task forces through

“other sources into annual reports that (1) evaluate progress in

implementing reforms and reducing gender, race, and ethnic
bias; (2) describe the nature and disposition of the complaints
received; (3) assess the extent that the findings and
recommendations of the Task Forces are being integrated into
judicial- and legal- education courses and programs; and (4)
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identify new problems rooted in race, ethnic, and gender bias
and suggest appropriate remedial action;

. Disseminate these Reports to the Chief Justice, the state
judiciary, Task Force members, interested individuals and
groups, and the media. Publish these reports in the Michigan
Bar Journal; and

. Review appellate decisions on gender-, race-, and ethnic-related
issues in all areas of law and inform the trial courts of those
decisions which pertain to gender, race, and ethnic bias.

Not only in Michigan, but around the country, we were discovering that
naming the problems and suggesting solutions were not enough. The
implementation of programs and the evaluation of those programs were the
critical missing links. In keeping with our analogy, we had determined
where we should be going, but we were very hesitant to actually commit to
the journey. We had accurately identified all the elements necessary to
complete the journey, but we had not actually set into motion the means to
implement those elements. We hoped that someone might put gas in the car,
and we knew that they might even pull out of the driveway. But we were
not going to monitor their progress, help them find the best route, or even
determine whether or not they would eventually arrive at the proposed
destination. [Essentially, we were hoping that they would undertake the
journey because we had told them that it was a good thing.

The truth was that this was sufficient for many to begin the process of
change and for others it was not. For some, the reports were literally a nice
place to visit, but they would not want to live there, and, for others, the
recommendations were not even worth the paper they were written on. Even

. more disturbing was that we had no mechanism for knowing who was doing
what and why or even whether it was achieving the result we had hoped.

Despite this strong recommendation, implementation and evaluation
would not occur until eight years later in the fall of 1996, when Victoria A.
Roberts, the first African-American female president of the SBM,
determined that it was time to assess what, if any, progress had been made
toward the goals identified in the 1989 Reports. To that end, she created the
State Bar Task Force on Race, Ethnic, and Gender Issues in the Courts and
the Legal Profession (State Bar Task Force). With thirty members drawn
from diverse legal backgrounds and geographic locations, this group of
experienced lawyers and judges was given the following mandate:

. Report on the current status of recommendations made in
December 1989, by the Michigan Supreme Court’s Task Forces
on Racial, Ethnic, and Gender Issues in the Courts;

. Compare the progress in Michigan to that achieved in other
states;
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. Identify and develop a strategy for collecting information about
race, ethnic and gender issues not addressed in the Supreme
Court Task Force reports; and

. Develop a strategy for monitoring and implementing new and
unrealized recommendations.

The initial development of this project was undertaken by the Task
Force’s co-chairs Dawn Van Hoek, State Appellate Defenders Office; Saul
A. Green, Assistant United States Aftomey; Nkrumah Johnson-Wynn, State
Bar Associate Executive Director for an Open Justice System; and myself,
as Special Advisor.

To meet this ambitious timeframe, the 1989 recommendations were
divided into five major subject areas: Domestic Violence, Domestic
Relations, Bias within the Court Environment, Bias within the Profession,
and the Joint Recommendations of the Racial, Gender, and Ethnic Task
Forces.

It was decided that three basic data-gathering techniques would be used
to develop the final report. First, there would be a heavy emphasis on two
types of questionnaires regarding all components of the legal system. The
first questionnaire was designed to determine the degree of implementation
of every recommendation made by the 1989 Task Force. The second
questionnaire was more general in nature. This questionnaire was designed
to gauge the degree of knowledge and the perceptions about implementation
of the 1989 Task Force Reports. In all, 816 questionnaires were sent out and
399 were returned. The questionnaires were supplemented, as needed, by
focus groups and direct interviews. These focus groups solicited
information from individuals and organizations who had specialized
knowledge and experience in these topic areas. Finally, legal research was
conducted to develop a national perspective and research relevant to case
law, statutory, and procedural issues.

Several conclusions were drawn from the results of the preliminary
questionnaires and the comments that accompanied them. First, it was clear
that the initial publication and dissemination of the 1989 Reports had been
effective. Yet, receiving the Reports without an opportunity to examine,
review, and internalize their contents had not resulted in meaningful
awareness. As a result, respondents understood the overall purpose of the
Reports without retaining specific information about the findings and
recommendations. \

This lack of detailed understanding of the Reports accounted for the
belief, on the part of most respondents, that the 1989 Reports had not been
effective in addressing issues of gender, race, and ethnic bias. Respondents
seemed to lack both knowledge and confidence in the ability of the 1989
Reports to adequately address these concerns. Finally, a large majority of
respondents did not believe that accountability, resource allocation, or
follow-up on the implementation of the 1989 Reports was effective.
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What then was the strategy for addressing the problem of race, ethnic,
and gender bias in the Michigan justice system and the legal profession in
the future? This report contained a detailed analysis of the status of each
recommendation set forth in the 1989 Reports, the level of implementation
achieved since that date, and additional recommendations for the future.
However, like the 1989 Task Forces, there was unanimous agreement that
some goals were so critical to the future of this work that they must be
strongly emphasized.

Therefore, the State Bar of Michigan Task Force concluded that the
1989 Task Forces’ joint recommendations correctly predicted the necessary
steps to be taken to insure that their reports would not only raise awareness,
but they would also reduce or eliminate bias and increase citizen confidence
in the legal system. Three crucial areas were identified as the foundation for
these changes: (1) ethical standards and disciplinary systems, (2) education,
and (3) implementation.

Unfortunately, a review of those specific recommendations showed that
only one area, judicial education, had been substantially addressed. No
recommendations regarding the disciplinary system or the implementation
plans had been substantially accomplished. Few of the remaining
recommendations regarding attorney education, law schools or public
initiatives had been adopted. Yet, it was not too late to accomplish the task.
The Task Force once again called for the leadership of our profession to
strongly endorse these fundamental changes.

ETHICAL STANDARDS AND DISCIPLINARY SYSTEMS

In 1989, the Task Force adopted joint recommendations calling for the
amendment of the Code of Judicial Conduct, the Michigan Court Rules, and
the Michigan Rules of Professional Conduct to specifically prohibit
invidious discrimination and sexual harassment by judges and lawyers.
Despite their adoption by the State Bar of Michigan Representative
Assembly, these provisions were not enacted by the Michigan Supreme
Court. The State Bar Task Force endorsed the enactment of these
amendments as proposed in 1990 by the State Bar of Michigan
Representative Assembly and recommended that the disciplinary systems
for attorneys and judges actively promulgate policies and procedures
designed to increase the confidence level of the public and the profession
regarding their response and intervention in matters related to discrimination
and bias.

EDUCATION

The 1989 Reports concluded that “education is an essential tool in
efforts to eliminate race, ethnic, and gender bias from the Michigan court
system. . . . An educational approach is appropriate because it focuses on
understanding, not on blame.” As a result, they proposed broad, educational
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reforms for judges, court personnel, attorneys, law students, and the public.
In each instance, they stressed the need for a broad spectrum of educational
strategies. The Task Force found that in the preceding eight years much had
been done in the area of education, yet there were still wide gaps in
awareness and exposure of most of the profession to the issues of race,
ethnic, and gender bias. As a result, the State Bar Task Force reinforced the
call to adopt the 1989 recommendations with some modifications.

All members of the justice system should either receive or have access
to the 1989 Task Force Reports and the 1997 State Bar of Michigan Report.
Each member of the justice system and the legal profession should attend at
least one training session that discusses the conclusions and
recommendations. Courses should be developed at the Michigan Judicial
Institute, the Institute of Continuing Legal Education, and all Michigan law
schools that examine gender, race, and ethnic issues as they affect the justice
system. Women and minorities should be included in all phases of the
educational process as committee members, planners, faculty, and speakers.
Ethics, substantive-law courses, and seminars should regularly include
discussions of the nature and impact of bias and discrimination on the
profession.

THE JOINT COMMISSION PROPOSAL

It was clear that the single, most important factor identified by the Task
Force regarding realization of the 1989 Report goals was the creation of a
permanent implementation effort. It was the opinion of the members of the
1989 Task Forces and the members of the State Bar Task Force that “[i]f the
battle against bias is to be vigorously pursued and eventually won, the
Supreme Court must lead the effort.” Fundamental to the implementation
proposal were the following factors: (1) continued leadership on the part of
the Supreme Court; (2) an administrative structure which possesses sole
responsibility and oversight for realization of the Report’s recommendations .
and the development of new initiatives; (3) a research and evaluation
methodology which identifies the extent and success of the Task Forces’
educational efforts, the extent and success of the implementation of the
specific recommendations, and the extent and success of the reduction of
bias in the courts; and (4) the allocation of sufficient resources for the effort.

Therefore, the State Bar Task Force proposed that the Michigan
Supreme Court and the State Bar of Michigan create a Joint Commission on
diversity issues and the Michigan justice system. The Commission should
not only work to implement the 1989 recommendations, but it should place
special emphasis on the conclusions and recommendations of the State Bar
Task Force and expand the scope of its inquiry to fairness and diversity
issues, including the areas of disability and sexual orientation.
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PRIORITY GOALS FOR THE FUTURE

The State Bar Task Force also identified some areas that it felt should be
given special attention and emphasis. Several issues were identified by the
Task Force members as necessary and fundamental to the appearance of
fairness and equal treatment and. the achievement of a truly bias-free and
non-discriminatory justice system.

Domestic Violence Coordinating Councils

The Task Force believed that the continued creation of local and
statewide coordinating councils was essential to the considerable success of
the domestic-violence reforms that were adopted in the preceding eight
years. Councils should be required in every county to establish effective
procedures relating to the processing and resolution of domestic-violence
cases.

Prosecutorial Responsibility for Personal-Protection Orders

Personal-protection-order statutes and court rules should be amended to
encourage and allow prosecuting attorneys to assist applicants in obtaining
personal-protection orders. '

Evaluation of the Impact of MR 2.404 on Mediation Practices

By order of the Michigan Supreme Court dated March 5, 1997, the
Michigan Court Rules were amended to adopt a new rule regulating the
selection process for mediation panels. The rule specifically requires that
the mediation process be free from race, ethnic, and gender bias and charges
the State Court Administrative Office with the responsibility to evaluate the
first annual reports filed by the chief judges pursuant to MCR 2.404 (D)(1)
to determine the extent of compliance and the impact of the court rule
amendment on increasing the number of women and minority mediators.
The Task Force recommended that not only should the State Court Admini-
strative Office function as a clearinghouse for this information, it should
also be empowered to regulate, enforce, and sanction non-compliance.

Regulation and Supervision of Private Mediation and Alternative-
Dispute-Resolution Systems

Regulation and supervision of mediation and alternative-dispute-
resolution procedures should be extended to all private contractual, dispute-
resolution services which are used to resolve legal disputes.

Recruitment and Retention of Women and Minority
Faculty in Law Schools

Law schools should adopt and follow policies aimed at the recruitment,
advancement toward tenure, and retention of women and minority faculty
members. Out-of-state schools with good records in recruiting and retaining
tenured women and minority faculty should be studied and their policies
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should be adapted to Michigan law schools. Statistics should be collected
that accurately reflect the recruitment, employment, and tenure patterns of
law schools over an extended period of time.

Appointment and Hiring Policies and Practices in the
Michigan Justice System

Progress must continue toward a representational bench and bar. The
Governor should appoint more women and minorities to judicial positions at
all levels and in jurisdictions throughout the state. Courts should appoint
referees, magistrates, and quasi-judicial personnel in a number that
accurately reflects the racial, ethnic, and gender demographics of the
populations they serve. Representation should be increased in the Office of
the Attorney General, State Public Administrators Office, prosecutors’
offices, and in the disciplinary systems. The number of minorities hired as
law clerks, judicial assistants, and commissioners should be increased at all
levels of the judiciary, but particularly at the Michigan Court of Appeals and
Michigan Supreme Court levels. Women and minorities should continue to
be appointed, elected, and hired into positions of authority and leadership in
the State Bar of Michigan.

Mandatory Legal Education and Court-Appointed Counsel

In accordance with the State Bar recommendation on MCLE, a system
of mandatory legal education in the area of family law and family violence
should be developed for judges and attorneys. Until a statewide mandatory,
continuing-legal-education standard is adopted, each Circuit Court Family
Division should adopt minimum, continuing-legal-education standards for
appointment in that jurisdiction. Any attorney appointments out of the
Family Division should be given only to attorneys who have complied with
these requirements. Referrals from bar associations regarding family
matters should be consistent with these requirements.

Court-Personnel Training

Quality-training programs on race, ethnic, and gender bias issues should
be provided to all levels of court personnel. The Task Force recommends
that funding for on-site programs be increased in order to enable the
Michigan Judicial Institute to fully implement this recommendation.

State Court Administrative Office Regulation and Enforcement

The Michigan Supreme Court should develop specific standards related
to court administration and race, ethnic, and gender bias. A mechanism for
monitoring administrative compliance with Supreme Court standards should
be developed. The State Court Administrative Office, at the direction of the
Chief Justice of the Michigan Supreme Court, should be given the authority
to review local court operations and make recommendations for improve-
ments when necessary. This authority should include the ability to mandate
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adoption of internal, administrative policies and procedures, which will
enhance the fair and equitable delivery of justice to all citizens.

“One Court of Justice "—Funding Issues for the Future

The Michigan legislature should recognize the authority of the Supreme
Court of Michigan under the Separation of Powers Doctrine. It should
support the Supreme Court in the implementation of “One Court of Justice”
and facilitate standardized administrative-delivery systems and uniform,
equitable enforcement of gender-neutral policies and management practices.
The legislature should fully fund all mandated requirements placed on state
courts.

NOTEWORTHY ACCOMPLISHMENTS

Despite its many recommendations and concerns, the State Bar Task
Force recognized and acknowledged many of the organizations that had
worked to comply with and implement the goals set forward in the 1989
Reports. In many instances, these achievements were done completely
voluntarily and without additional financial resources or personnel. The
Michigan Judicial Institute had consistently and comprehensively designed
its educational curriculum to reflect the recommendations of the 1989 Task
Force as they relate to the education of judges and court personnel. The
Prosecuting Attorneys Association of Michigan, the Prosecuting Attorneys
Coordinating Council, the Domestic Violence Prevention and Treatment
Board, and the State Court Administrative Office joined together to initiate
significant reforms in the attitude about and the approach to domestic
violence in Michigan. Of particular note was the progress achieved in the
availability of personal-protection orders. The State Bar of Michigan
responded to the challenge of the 1989 Reports by immediately establishing
a Department for an Open Justice System dedicated to the implementation of
numerous 1989 Task Force recommendations.

Despite the serious funding issues for Friends of the Court offices, many
Friends of the Court reported serious efforts to increase enforcement and
collection efforts on child support, enforce parenting-time requirements,
utilize increased conciliation and mediation techniques, establish non-
traditional office hours, and standardize judicial recommendations.

As a result of recommendations by the State Bar of Michigan Standing
Committee on Standard Criminal Jury Instructions and the Michigan
Supreme Court Standard Jury Instruction Committee, civil and criminal jury
instructions were amended to adopt consistently gender-neutral language in
almost all provisions and commentary. The Michigan State Bar Foundation
has demonstrated a long commitment to supporting the efforts of the 1989
Task Forces and the State Bar Task Force, providing financial support for
the 1997 project. The State Bar of Michigan Representative Assembly
adopted proposed revisions to the Code of Judicial Conduct, Michigan Court
Rule 9.205, and the Code of Professional Conduct. These proposals were
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generated as a result of the 1989 recommendation and were a courageous
and controversial action taken by the State Bar of Michigan.

The Michigan Supreme Court has provided leadership and guidance on
the issues of bias and discrimination in the justice system of Michigan
beginning with the Citizen’s Commission to Improve Michigan’s Courts in
1986. The establishment of the 1989 Task Forces and the Court’s
subsequent support of its findings and recommendations have been essential
to the efforts for reform. Under its direction, the State Court
Administrator’s Office and the Michigan Judicial Institute had accomplished
much toward the realization of the goals set forth in 1989. The State Court
Administrative Office had provided invaluable support to the courts of this
state in addressing the concerns of the 1989 Reports and providing
administrative resources and guidance in their implementation.

CONCLUSIONS OF THE TASK FORCES

The Task Force report concluded that the appearance of bias as well as
the reality of bias damages our profession and our courts in their
fundamental role as protectors of freedom and dispensers of justice. In a
very real sense, the implementation of these recommendations continued the
drive to insure that the Michigan justice system accurately reflects the
diversity of the constituency it serves, and participants at all levels are
afforded a level playing field upon which to operate. The Task Force made
clear that as we continue to strive for a bias-free society and justice system,
lawyers, judges, and their leaders must be in the forefront of this effort. This
report, coupled with the 1989 Reports, provided the members of our justice
system with the knowledge and awareness needed to continue this elusive
undertaking.

In 1998, as a response to this call, the State Bar of Michigan Board of
Commissioners unanimously approved the creation of the State Bar of
Michigan Open Justice Commission (Commission). The Commission was
inaugurated at the September Annual Meeting of the State Bar of Michigan,
and Supreme Court Justice Marilyn Kelly and Court of Appeals Judge
Harold Hood were appointed co-chairs. This Commission was originally
proposed as a joint commission with the Michigan Supreme Court but that
idea was not accepted by the Court and the Commission remained a sole
initiative of the State Bar of Michigan. In its mission statement, the
Commission was specifically charged with the responsibility to “increase
public confidence in the fairness of the legal profession and the equal
application of law for all citizens.”

At a national level, the call for the increase in public confidence was
increasingly the primary argument for addressing these issues. When
citizens turn to or are forced into litigation, they do so on the basis of an
implied agreement between them and their government. The agreement
rests on a foundation of defined rights and responsibilities between the
parties. It is dependent on both the perception that each citizen can trust the
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fairness, efficiency, and competency of the system to execute its
responsibilities. From the time of the founding of this country, it was
recognized that confidence on the part of all citizens in the administration of
justice is essential to effective governance. This concept is reflected in the
writings of Alexander Hamilton when he observed that “the simple
administration of law brings out reverence, esteem, and affection in the
people.” Increasingly, judges and attorneys face cynicism from the public,
failure of trust and confidence, and a loss of “reverence, esteem, and
affection.”

In May 1999, the National Conference on Public Trust and Confidence
in the Justice System met in Washington, D.C., sponsored by the ABA,
Conference of Chief Justice, Conference of State Court Administrators, and
the League of Women Voters in cooperation with NSSCTS. There were
nearly 400 attendees, which included teams from each state, composed of
the Chief Justice, State Court Administrator, State Bar President, and other
justice-system leaders. The focus of the conference was responding to two
new national surveys. A key finding of these surveys was that women and
men of color and white women have less confidence in our justice system
than white men.

Thirteen years after the finding of the Michigan Supreme Court Citizens
Commission, the same findings were being further reinforced: Public
confidence critically intersects with issues related to diversity and
discrimination.

As strategies were discussed by the conference, the top three strategies
selected for increasing public confidence and trust were (1) improving
education and training, (2) making courts more inclusive and outreaching,
and (3) implementing recommendations regarding gender, race, and ethnic
bias and replicating the success in other jurisdictions.

The conference engaged its participants in an intensive -strategic-
planning exercise to identify and prioritize recommendations for increasing
public confidence in the courts and legal system. The conference
participants were asked to address five questions.

1. How serious is the overall issue of loss of public trust?

When conference participants were asked about the seriousness of the
problem of loss of public trust, ninety percent ranked it serious. Not only
did they overwhelming identify it as serious, they felt it was their
responsibility to do something about it. Judges and other court-related
participants saw judges as the natural leaders in this effort. Attorneys
focused on the organized bar for leadership.

2. What are the critical issues affecting public trust?

It is important to note that the national findings reviewed here are
consistent with conclusions reached by Michigan’s gender, race, and other
open-justice initiatives at the state level—those being that the perception of
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bias adversely affects justice; that the perception often is based on reality;
and that race, ethnicity, gender, and other special populations were key
factors in determining the degree of public trust and confidence.

3. What are the most effective strategies to deal
with these critical issues?

By the end of the National Plan for Action Conference, the group had
identified strategies that could positively impact public trust and confidence
in the judicial system. Six strategies stood out clearly as the most important.

In order of priority, the six strategies were (1) improve education and
training, including public-school education; (2) make the courts more
inclusive and outreaching; (3) improve external communication; (4) provide
swift, fair, and reasonably priced justice; (5) share public-trust programs and
activities among states; and (6) implement recommendations of gender, race
and bias task forces, and replicate successes.

4. What are the barriers to effectuating these strategies?

In the first open-microphone session, National Plan for Action
Conference participants identified twenty-three barriers to the successful
implementation of the six strategies. The barriers were then reduced to
seven.

Problems in the legal profession

This included lack of diversity, lack of self-discipline, excessive use of
legal jargonm, failure to oppose legislative encroachment on the judicial
branch, and failure of the profession to educate its members on the need for
self-reform.

Problems in the judiciary

This included failure of judges to listen or interact with court users, too
much hierarchy and too little democracy, a failure to lead, a lack of will to
make changes, and a failure of quality control in the lower courts.

Weakness in procedures

This included tension between fairness and efficiency, emphasis on
winning at the expense of collaboration and facilitation, and failure to
develop judicial and non-judicial alternative-dispute-resolution mechanisms.

Poor attitudes on the part of the public

This included citizen dissatisfaction with government and generalized
failure to realize that some skepticism about government is inherent in a
democracy, insufficient public accessibility to court proceedings, failure to
give sufficient education to the public on the role and procedures of the
judiciary, unrealistic expectations about judges and courts, and media
misinformation.
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Insensitivity to minorities

This included failure to deal aggressively with racial and ethnic bias and
a lack of understanding of how tribal judiciaries relate to state judiciaries.

Inadequate resources
This included inadequate resources provided to courts.
Lack of data

This included lack of empirical data defining the problems and
identifying what works well.

5. What actions can be taken to help surmount the barriers and
‘ implement the strategies?

The National Plan for Action identified a number of vital strategies for
planning a national agenda to enhance public trust and confidence. They
also provide a roadmap for state initiatives. The State Bar of Michigan
Justice Initiatives continues its commitment to designing, supporting, and
implementing state and local projects that implement these strategies into a
comprehensive plan for fair, equal, open, and accessible justice in our state.

These actions include the following:

. Develop and disseminate models or best practices,

. Exam the role of lawyers and their impact on public trust,
. Engage in public education at the state and local level,

. Improve public access through information technology,

. Foster and maintain a network to sustain public trust,

. Provide education programs for persons within the system,

. Develop standards and procedural reforms,

. Promote ongoing state dialogue on public trust,

. Provide specialized expertise,

. Act as liaison or take a proactive stance with the other branches
of government.

The Emerging Role of the State Bar of Michigan
Open Justice Commission

Over its five-year history, the State Bar of Michigan Open Justice
Commission (Commission) implemented numerous projects directly related
to these strategies. A principal objective of the Commission was to
implement the recommendations of the 1989 reports. The conclusions of the
national conference emphasized the importance of that mission and provided
much needed credible support for the effort.

The first year of true implementation efforts for the Commission was
1999. In October of that year, the Commission adopted and funded thirty-
one implementation projects. Over the next three years, additional projects
were added. At its height, the Open Justice Commission had forty-three
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members. In addition, over 115 committee members, more than seventy-
five project members, twenty interns, and six independent contractors
worked on these projects. Furthermore, the Commission developed a
partnership with a variety of organizations and bar entities to accomplish its
goals. As a result of this effort the Commission accomplished a number of
substantive achievements:

Education

. Designed and implemented educational programs related to
cultural awareness, juvenile justice, and sexual orientation for
judges and lawyers designed to expand the knowledge and
awareness of both lawyers and judges, encouraging an
environment of inclusion and fairness. Distribution of 10,000
information booklets about the Open Justice Commission and its
program;

. Participated in the National Bar Association Mid-Year Annual
Conference with a Community Forum during the NBA Mid-
year Conference and attendance at the Gertrude Rush Award

Dinner;

. Development of the Open Justice Commission website;

. Production of a special Open Justice Forum sponsored by the
Commission and offered at the State Bar of Michigan Annual
Meeting;

. Design and production of the television and video presentation
entitled “ And Justice for All-—An Open Justice Round Table;”

. Creation of a Michigan Bar Journal issue devoted exclusively
to the Commission and Open Justice concerns;

. Creation and presentation of the program—*‘Teaching the Legal

Community about the Gay, Lesbian, Bisexual, and
Transgendered Community—A Resource Guide;”

. ~ Development of a prototype curriculum for secondary schools
and law schools using the Open Justice Round Table video; and

. Creation of CBS “Making a Difference” spotlights for justice
programs of the State Bar.

Ethic and Discipline

. Review and update of the State Court Administrative
Courthouse Access checklist;

. Compilation of a national survey detailing the current status of

Judicial Canons and Rules of Professional Conduct in all fifty
states as they relate to Open Justice concerns;

. Creation of the “Court Commitment to Service” code, which
will be available for adoption by all courts in Michigan, subject
to the approval of the Michigan Supreme Court; and
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. Creation of a Masters in Litigation seminar focusing on bias,
discrimination, and the effect of stereotypes in litigation (with
the Litigation Section of the State Bar).

Professional Development and Opportunity

. Sponsorship of receptions for minority law students and judges
at all Michigan law schools;
. Development of a Minority Opportunity Program for minority

lawyers seeking positions with corporations, large law firms, or
as outside counsel; and
. Conducting the Opening Doors Conference.

Criminal and Juvenile Justice

. Partnership with the Michigan Chapter of the ACLC in a Racial
Profiling Project, including development of a training
component for judges and lawyers;

. Development and distribution of a survey on juvenile-justice
issues to the Michigan prosecutors;
. Development of a presentation on Disproportionate Minority

Representation in the Juvenile Justice System and the delivery
of that presentation to numerous state and national audiences;
and

. Arrangement of two performances of an open-justice-issues
presentation at the State Bar Annual Meeting including
invitations to several Detroit school classes—students who
attended then took part in activities and discussion following the

presentation;
Disabilities
. Completion of a survey of attorneys who identified themselves

as having a disability on the state bar dues notice regarding the
impact of disabilities in the legal process and produced a report
- of findings and recommendations;

. Accessibility of the State Bar website;

. Development of a disabilities and law webpage and resource
directory; and

. Creation of a law school forum for issues concerning
disabilities.

Cross Cultural

. Translation and distribution of selected district court forms in
eight languages;
. Adoption of a testing and certification program for foreign

language interpretation in courts by the Michigan State Court
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Administrator’s Office  in partnership with the Open Justice
Commission;

Creation of a Bench and Bar Holidays and Observances Guide;
and

Creation of a Cultural Awareness Resource Manual for judges
and lawyers.

Domestic Violence

Juries

Design and implementation of the Pro Bono Project for
Domestic Violence Victims, including recruitment of attorneys,
statewide training, and creation of manual and curriculum for
representation of domestic-violence victims in civil matters; and
Development of recommendations regarding Alimony
Guidelines in the State of Michigan and state initiatives related
to alimony issues.

Receipt of an ABA Justice Initiatives grant in the amount of
$2,500 to support the production of a video to encourage
participant in the jury process with an emphasis on special
populations; and

Creation and implementation of a prototype secondary-school,
civics-teachers training that focus on the jury process and the
importance of participation and representation in that process.

Access to Justice

Creation of a partnership with the Access to Justice Task Force
to

identify joint initiatives and to explore areas of common
concern; and

Production of the Future Search Conference to plan for the
Legal

Assistance Center for the Kent County courthouse

The State Bar Committee on Justice Initiatives

The Open Justice Commission became a part of the State Bar of
Michigan Justice Initiatives program in 2003. Under the leadership of Judge
Cynthia Stevens, the Committee on Justice Initiatives (CJI) is made up of
seventeen members. The committee meets throughout the year and is
organized into five major areas of interest:

Justice Policy Initiative. Analyzes and recommends positions
on proposed legislation, court rules, and other policies relevant
to the justice initiatives.

Access to Justice Campaign. SBM supports a staff that works
with committed volunteers on growing the Access to Justice

Page 44



2008] THE HISTORY OF GENDER 161

Fund endowment, seeking current operations funds, and
supporting forty-two local nonprofit agencies in their
fundraising efforts to provide civil legal aid for the poor.

. Equal Access Initiative. Develops policies and programs to
benefit underserved populations, including those with special
needs, cognitive disabilities, and juveniles.

. Pro Bono Initiative. Encourages and coordinates free or
discounted fees for civil legal services. Pro-bono service is a
way that Michigan attorneys assist low-income individuals in
need of legal assistance.

. Criminal Issues Initiative. Examines collateral civil
consequences of criminal convictions and representational
issues in the criminal-justice system.

CONCLUSION

No segment of society is so strategically positioned to attack minority
problems as the legal profession. None has a higher duty to do so. That
duty arises out of the unique offices that lawyers hold as ministers of the
law, guardians of its conscience, and as teachers and advocates of fairness
and equality. :

These determinations were made over twenty-three years ago and much
has changed since that time. However, it is far too premature to believe that
the changes and accomplishments we have achieved have resolved all of
these complex and challenging issues. Although we have come a very long
way on the road to equality, we are in fact not there yet. The price of
freedom is vigilance and I submit that this time our profession must practice
a special kind of vigilance.

The United States is no longer a microcosm of European heritage and
sensibilities; today it is truly a microcosm of the world. Diversity is no
longer an interesting, philosophical sideshow to the American experience—
it is the main event. It is not possible nor prudent for us, as a profession, to
avoid grappling with the challenge and opportunity that diversity presents us
with.

Why? The answer is one of enlightened self-interest and the
requirements of the foundations of our professional oath.

. . The constituency we serve is changing, and it requires us to
serve those interests.
. Public trust and confidence rests in the perception of our

citizens that our government is “by, for, and of the people,” and
we are the individuals that are charged with making that
perception a reality.

. The public perception of lawyers as “special interest” and only
serving “white male” values is resulting in an unprecedented
view of lawyers as hired guns—without an overriding sense of
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commitment to a set of nuclear family values based upon civic
virtue and fundamental fainess.
. The face of those who practice law is changing. The survival of
~our profession requires us to respond to the needs of new and
diverse attorneys. We cannot afford to disenfranchise those
who may have previously been under-represented but will one
day be our opponent in court, our colleague at the office, or the
judge we appear before.

. We build strength through our diversity not in spite of it. This
strength not only helps others but also helps ourselves.
. We level the playing field and change the rules of the game to

reflect the changing nature of the players. We do this because
we are more committed to the fundamental importance that the
game be fair and inclusive than we are to winning by holding on
to our outmoded mechanisms of privilege and power. By
adding new ideas, beliefs, values, and experiences to the team,
we certainly will change the nature of the game and how it is
played, but those changes will make us stronger.

Now more than ever, we need the gifts, ideas, experienced minds,
hearts, bodies, and spirit of every lawyer and judge—we cannot afford to
overlook, waste, or misuse anyone’s talents and time if our profession is to
evolve and prosper. Judges and lawyers are typically over-occupied in their
daily work, resolving tough questions and managing the complexity of the
practice of law and the administration of justice. In the press of these
responsibilities, it is easy to forget that our commitment is to serve and that
the ultimate recipient of our service is the public. It is at our peril that we
fail to recognize our responsibility to improve both the perception and the
reality of faimess and openness in the profession and the courts.

The history of Michigan’s legal profession and the pursuit of gender,
racial, and ethnic fairness in our system of justice is one we can be proud of.
However, as I said at the beginning, the journey is far from over. I am
gratified that Thomas M. Cooley Law School has given prominence to this
issue in this symposium and hope that those young lawyers who are being
trained today will continue to strive for the vision that has been articulated
and diligently worked toward over the last twenty-five years. Clearly, 1
believe strongly that it is a journey well worth taking. Thank you.
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APPENDIX
The History of Open Justice in Michigan

1986—The Michigan Supreme Court Citizens’ Commission to
Improve Michigan Courts concluded that over one-third of Michigan’s
citizens believe that the Michigan court system discriminates against
individuals on the basis of gender, race, or ethnic origin. The report
called for further investigation.

1987—The Michigan Supreme Court created the Task Force on
Gender Issues in the Courts and the Task Force on Racial and Ethnic
Issues in the Courts. Their mission was to examine the courts and to
recommend changes to assure equal treatment for men and women,
free from race or gender bias.

1989—The Task Forces on Gender Issues in the Courts and Racial
and Ethnic Issues in the Courts issued their reports. The reports
concluded that a substantial number of citizens and lawyers believe
that bias affects justice and that this perception of bias is based in
reality. The reports contained 167 recommendations to improve the
quality of justice and to eliminate bias and discrimination.

1996—The State Bar of Michigan created the State Bar of
Michigan Task Force on Racial, Ethnic, and Gender Issues in the
Courts and the Legal Profession. Its mission was to report on the
status of the recommendations made by the Supreme Court task forces
and to develop a strategy for implementing those recommendations
and identifying new areas of concern.

1997—The State Bar of Michigan unanimously adopted the report
of the Task Force on Racial, Ethnic, and Gender Issues in the Courts
and the Legal Profession. A special emphasis was placed on the
creation of an implementation commission.

1998—The State Bar of Michigan Board of Commissioners
unanimously approved the creation of the State Bar of Michigan Open
Justice Commission. The Commission was inaugurated at the
September Annual Meeting of the State Bar of Michigan.

2003—The State Bar of Michigan creates the Committee on
Justice Initiatives and forms an Equal Access Sub Committee to
address these issues. '
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Evaluation of the Multi-Cultural Community Mediation Training Pilot Project
Dispute Resolution Center (DRC) of Washtenaw County

INTRODUCTION

For over 30 years, community mediation programs have sought to resolve disputes
between individuals, groups, and organizations in hundreds of communities across the
country. The primary providers of community mediation services are typically local
volunteers as third parties who are trained to resolve conflicts, but have no authority to
impose an outcome (McGillis, 1997). Mediation is one of the oldest forms of conflict
resolution and is used worldwide, in China, Malaysia, Singapore, Poland, Azebaijan,
Israel, Norway, and Japan (Wall, Stark, & Standifer, 2001).

Mediation has numerous advantages over the formal litigation process, including
increased privacy, greater flexibility, reduced costs, improved access, an emphasis on
compromise, and perhaps one of its most celebrated advantages, its creation of an
extremely accessible forum for minority and other disenfranchised groups to pursue
justice for their complaints (Seth, 2000). In this sense, community mediation programs
represent a prominent approach to restorative justice, which seeks the delivery of justice
to address the harms to victims, the community, and offenders arising from crime, in
contrast to retributive justice, which emphasizes only adjudicating and punishing
offenders. Typically, community mediation program case processing is viewed by
disputants as being more favorable than court cases processing for comparable matters
(McGillis, 1997).

Over the years, community mediation programs have greatly expanded the range of cases
they handle to include criminal case processing, civil case processing, school-based
dispute resolution, domestic relations and custody dispute resolutions, the facilitation of
public policy disputes, and victim-offender mediation efforts. New areas of application
also include employment disputes, conflicts between landlords and tenants, as well as
intergroup disputes, including conflicts between racial and ethnic groups and race
motivated incidents. For example, in a report to the National Institute of Justice,
McGillis (1997) describes a dispute resolution center in New Mexico that mediates
conflicts between rival ethnic gang members and a New York State program which held a
series of community meetings following the inception of a case that involved attacks on a
young African American woman by two white assailants.

Community mediation programs often seek to ensure that individuals recruited as
mediators are representative of the community in which the program is operating. This
may be particularly important for minority and disenfranchised groups who bring a
cultural context to the mediation process. Although race and ethnic mismatch between
mediators and disputants does not ensure that culture will be ignored, the mediators’ level
of cultural awareness and sensitivity of those around the table can have a profound
impact on the outcome and experience of the parties (O’Reilly, 2004).

2
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Drawing from the field of psychology, ethnic match among counselors and clients is
significantly associated with fewer drop outs after one session and more total sessions.
Racial and ethnic minority clients were also found to be engaged in treatment longer
when they were matched with ethnic-specific therapists or matched with therapists who
were fluent in their native language (Bui & Takeuchi, 1992; Durvasula & Sue, 1996). In
professional social work practice, the use of “cultural mediators,” or individuals within
the community who have high social status and knowledge of community traditions and
values, has been found to render more culturally appropriate interventions and bridge the
gap between the cultural and professional canons (Al-Krenawi & Graham, 2001). Thus,
the recruitment of a diverse mediator pool has important implications for community
mediation programs providing culturally appropriate and relevant services for minority
and disenfranchised groups.

Although less is known about race and ethnic match in mediation, critics of mediation
charge that stereotypes of race and culture can affect the conscious and unconscious ways
we perceive ourselves and others, and as a result, how we interact with others. Similar
images and stereotypes of people of different gender, class, sexual orientation, and
religion can affect our interactions (O’Reilly, 2004). While, in general, the available pool
of diverse mediators may make it impractical to match by race or culture, co-mediation is
a model that is used successfully in community mediation programs. In particular, the
use of cultural mediators in the mediation process may offer one solution to increasing
the cultural relevance of the mediation process and alleviate potential problems of
prejudices and stereotypes that might affect effective mediation.

PURPOSE AND OVERVIEW OF PILOT PROJECT

The purpose of this report is to present the findings of a pilot project to diversify the
mediation pool at the Dispute Resolution Center (DRC) of Washtenaw County. The pilot
project was initiated as a result of the DRC’s need to address the lack of diverse and
disenfranchised communities participating in the mediation process, both as volunteer
community mediators or disputants. After nearly a year of planning, the project was
implemented in November 2007 and a subsequent evaluation was conducted by Dr.
Michael Spencer of the University of Michigan.

In this pilot, the DRC recruited 20 individuals from diverse backgrounds, particularly, but
not exclusively, individuals from diverse racial and ethnic communities. These
individuals were selected for their leadership and interest in the peaceful resolution of
conflict in diverse communities. Individuals were also selected for their familiarity with
the community and its cultural context. Recruitment was completed by a DRC staff
member and DRC Board member, who made personal phone calls with individuals and
offered them an invitation to a participate in State Court Administrative Office (SCAQO)
Approved 40 hour Basic Community Mediation Training over two successive weekends.
Additionally, two participants contacted DRC staff about participating in the training
after seeing information about the training on the DRC website. Participants attended
free of charge but were asked to participate in a voluntary evaluation of the training. The
training was conducted at the DRC’s Ann Arbor, Michigan location and co-facilitated by
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Ms. Susan Butterwick and Ms. Mary Lytle, both SCAO approved community mediation
trainers. The project team decided that no modification would be made to the existing
basic mediation curriculum or the existing training process in order to assess its content
and appropriateness for diverse populations and to serve as a baseline for future projects
that might adapt or modify the curriculum.

EVALUATION PLAN
The purpose of the evaluation was:

(1) To understand how conflict and mediation is perceived by a diverse group of
community members who participate in basic mediation training through the
DRC, including cultural relevance and appropriateness, satisfaction, and
comprehension;

(2) To obtain information regarding how the mediation training could be improved to
better take cultural differences into consideration;

(3) To examine their willingness to participate as volunteer mediators and the barriers
to their participation;

(4) To investigate the level to which participants believe that DRC services are
valuable to diverse communities and to identify barriers to utilization of services.

We accomplished these aims through the following process. First, we informed and
received consent from all participants to take part in an evaluation of the DRC basic
community mediation training. Participation in the training and evaluation were
voluntary and all responses to the evaluation were anonymous. The evaluation consisted
of several components: (1) a pre-post test questionnaire; (2) participant focus groups
immediately following the training and three months post-training; (3) two DRC staff
focus groups about one and two months post training; (4) a follow up interview with
participants four to eight weeks post-training.

The pre-post test questionnaire included questions regarding participants’ understanding
of conflict mediation, ratings of the cultural relevance of specific components of the
training and mediation process, satisfaction with the training and accommaodations, the
extent to which expectations were realized, and their willingness to act as mediators and
to refer members of their community to mediation services and specifically the DRC.
The pre and post tests took about 15-20 minutes to complete and consisted of both closed
and open-ended questions. At the post test, participants were also asked to complete the
regular DRC evaluation given to all DRC trainees.

A focus group immediately followed the 40 hour training. The focus group took about
one hour to complete and participants were given a light dinner as a further incentive to
stay and participate in the focus group. The focus group allowed for participants to
elaborate on their responses to the post test as well as provide suggestions for how the
training could be improved.
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The follow up interviews allowed us examine the short and intermediate term impact of
the training on participants and provides an opportunity to see if participants’ views have
changed since the training. We chose a four to six week period because this is about the
time frame that mediators, who are likely to volunteer, will volunteer their services. We
asked again about their perceptions of the cultural relevance of the mediation process,
what types of conflicts they foresee people in their community coming to mediation for,
the most effective ways in which these conflicts might be addressed, whether they have
referred anyone to the DRC or to mediation, and the potential barriers to community
members participating in mediation. We also attempted to learn how these barriers might
be overcome. For the most part, these interviews took place in person, but several were
conducted by phone and took about 30 minutes to complete.

At the midway point of the follow up interviews with participants, the preliminary results
of the evaluation to date were shared with DRC staff. At this time, we engaged staff in a
series of two focus groups to gain their input and to take part in the analysis and
interpretation of the findings. Staff members were asked to consider ways in which
training and the mediation process might be improved to address some of the issues that
were brought up by participants.

The trainees also were invited to a “reunion” event in February 2008 and asked to
participate in a focus group which fed back the findings to date and obtained further
details about their feelings and attitudes about the training and its usefulness. This focus
group was attended by six of the trainees and lasted about one hour. Participants were
provided a light dinner in appreciation for their time.

The analysis plan for the data collected included both quantitative and qualitative (mixed)
methods. We entered responses to survey questions into a statistical analysis program
(e.g., SPSS) and descriptive statistics were calculated. We used our qualitative data to
provide detailed themes and examples that we might be used to assist us in interpreting
our findings. The final results will be presented to the staff and at national meetings and
conferences.

RESULTS OF PARTICIPANT PRE-POST SURVEYS

Demographics characteristics. The 20 participants consisted of 75% women and 25%
men. The educational level of the participants was quite high and included 5% who had
some college education, 35% college graduates, and 60% post graduate degrees. The
race/ethnicity of the participants were: 60% African American, 15% Arab American,
10% Asian American, 5% Latino, 5% Caucasian, 5% Other/Unspecified. All but four
participants resided in Washtenaw County. Nine participants lived in city of Ypsilanti,
three lived in Ann Arbor, two in Canton, and the remaining in Detroit and Lansing,
Michigan. In addition to representing their racial/ethnic communities, several
participants also represented their religious communities (i.e., Christian and Muslim) and
one participant identified as an ally to the gay and lesbian community. All 20
participated in the pre-test, but only 17 participated in the post-test.
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Current Knowledge of Conflict Mediation. Participants were asked to report their
current knowledge of conflict mediation in general at both pre and post-test. There was a
statistically significant increase in the knowledge gained by participants from pre to post-
test, where participants were more likely to acknowledge that they were at least
somewhat knowledgeable at the post test.

Pre-test Post-test
Very Knowledgeable 10% 35%
Somewhat Knowledgeable 50% 59%
A little Knowledgeable 20% 6%
Not Knowledgeable 20% 0%

When asked about their previous knowledge of mediation at the pre-test, participants
described a number of experiences including classes and workshops, observations of
informal mediation sessions, serving in a mediation role in their employment, such as
family counseling or dealing with complaints. Others had no previous or very limited
knowledge or experience with mediation. However, none of the participants had formal
or extensive training in mediation.

Usefulness of Conflict Mediation. Participants perceived conflict mediation as very
useful at both pre and post-test. Although there was an increase in the perception of
usefulness, the difference was not significant, due to the large number who felt the
training was useful at the pre-test.

Pre-test Post-test
Very Useful 95% 100%
Somewhat Useful 5%
A little Useful 0%
Not Useful 0%

When asked why they felt mediation was useful, participants named a number of
advantages, such as its use for cross cultural understanding, reduced caseload of the
courts, reduced costs for plaintiffs, time savings, an alternative to legal actions, the
informal setting, and bringing people to common ground. Others felt that it was useful
for problem solving, getting people to communicate, and to facilitate win-win situations.

Participants were also asked about their interest in mediation and why they agreed to
participate in the training. Besides the desire to acquire knowledge and skills in
mediation, several individuals said they had a desire to work in both their racial/ethnic
communities and the community at large. For example, a couple of individuals stated
that they hoped to be able to bring a new resource and to give back to their community.
Six individuals stated that they believed that the skills would be an asset in their
professional work. Two individuals stated that they desire to become professional
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mediators. Others stated their interests lie in the desire for personal growth, the unique
opportunity presented, and the reputation of the DRC and its staff.

Usefulness of Conflict Mediation to your Community. Participants also perceived
mediation as being very useful to their communities. Again, there was an increase in the
number of participants who viewed mediation as useful to their community, but the
increase was not significant.

Pre-test Post-test
Very Useful 80% 95%
Somewhat Useful 20% 5%
A little Useful 0% 0%
Not Useful 0% 0%

Met Expectations. The measures below were assessed at post-test only. First
participants were asked if the training met their expectations. Overall, 70% of
participants felt that the training completely met their expectations and 30% rated the
training somewhat met expectations. No participants rated the training as either meeting
their expectations a little or not meeting their expectations at all.

At the pre-test, participants were asked what they hoped to get out of the training.
Participants were somewhat vague with their responses, but largely said that they hoped
to gain formal mediation skills and the ability to resolve conflicts. Additionally, some
participants stated they had more specific expectations such as learning to become an
advocate for their community, to improve their listening skills, to be less judgmental, and
to serve the DRC as a mediator. At the post-test, participants were asked why the
training did or why did not meet their expectations. A majority of the respondents spoke
to how they did not expect the training to be so detailed, rich, and complete. A couple of
individuals cited the outstanding trainers for meeting their expectations.

Several individuals described how the training changed their perception of mediation and
increased their desire to promote mediation in their communities. One participant stated
that s/he was not aware of the grey areas in mediation and how it was not totally black
and white. Two individuals noted limitations to the training experience, specifically how
the coaches during the role play sometimes contradicted each other and how the cultural
competence section of the training required more than 1.5 hours and rather a whole day.
Otherwise, people were generally complimentary of the training and saw the experience
as transformative in many ways.

Satisfaction and Confidence in Skills. Nearly all participants were very satisfied with
the training, including 90% who rated their experience as very satisfied and 10% who
were somewhat satisfied. Overall, participants had many positive things to say about the
training and felt that it prepared them well for the next phase. With regard to confidence,
40% felt that they were very confident in their mediation skills post-training, while 60%
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felt they were somewhat confident. Some felt that it provided a good foundation, but that
more training was necessary before they felt confident mediating. One individual hoped
that the instructors could have performed a mediation role play for participants to
observe.

Willingness to Act as a Mediator. Overall, 70% of participants stated they were very
willing to act as mediators in their community, while 30% stated they were somewhat
willing. Several individuals reported that they have a great desire to serve as mediators,
and saw it as their responsibility, citing the need for diverse mediators in the community.
Others stated that their willingness was contingent on time constraints as well as the need
to gain more confidence in their skills. One participant wrote, “I admire the center's
mission. | respect the others who've been involved and would be honored to join their
ranks.”

Willing to Refer to Members of their Community to Mediation and to DRC for
Services. All participants (100%) reported that they were very willing to refer members
of their community to mediation and to the DRC for services. When asked why they
would or why would not refer community members to mediation, a majority of the
participants wrote that they believed that mediation was a good solution to resolving
conflicts and gives parties the best opportunity to satisfy their needs. For example, one
participant simply wrote, “Because | believe in the process.” Two participants noted that
mediation can save time and money and was a good alternative to litigation. However,
one participant reported that s/he would need to be sure about what is eligible for
mediation and what is not eligible before referring cases. In reference to the DRC in
particular, participants noted the skilled and dedicated staff, their history of success, and
their experience with the training as reasons they would refer community members to the
DRC. For example, one individual wrote, “I have a good idea of what they are capable of
achieving.”

RESULTS OF PARTICIPANT FOCUS GROUPS AND PERSONAL
INTERVIEWS

The following results are a summary of the participant focus group and follow up
personal interviews with individual participants. All 20 trainees participated in the focus
group immediately following the 40 hour training although two left before the focus
group was completed. An additional 12 individuals were contacted and interviewed for
the personal interviews. The remaining individuals could not be contacted due to
incomplete contact information or lack of availability.

Meditation training and the mediation process

Participants were asked about their thoughts on mediation and the mediation process.
During the focus group, it was apparent that nearly all of the participants were excited
and highly motivated by the process. Many of the responses were focused less on the
content of the training and rather commented on how atypical it was for such a diverse
group to be in one place training for any purpose and many spoke about previous
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experiences where they may have been the only minority at the training. They described
how the composition of the group made for a more comfortable and relaxed learning
environment primarily due to the setting created by such a diverse group. Nonetheless,
participants did enjoy the training and commented on how mediation was useful and that
they were very satisfied with the content of the training and the trainers.

Upon follow up with individuals 4-6 weeks post training, participants unanimously felt
positive about the training and that it was clear, helpful, effective, and an important tool
for resolving conflicts. For the most part, people’s thoughts did not change since the
training. One participant noted, “This process allows everyone to come out as a
winner...It is incredible.”

Many of the respondents had some prior experience with mediation and they agreed that
this training reinforced the idea that mediation is an effective way to resolve conflict. For
example, one participant stated, “The training helped me to say “yes this is a good thing.”
Others had no background in mediation and found the process and ideas behind
mediation to be useful skills and they could really see the relevance and importance of
the process. Some talked about using some of the tools in their own work and personal
lives.

Although there were no suggestions among participants regarding how the training could
have been improved during the focus group, more suggestions emerged during the
interviews. For example, although some appreciated the structure, others would have
liked more flexibility, such as more time to reflect, ask questions, and stop and “get out
of character,” in reference to the role plays. One participant stated, “If people are talking
about something that seems to be important to them, let them talk.” One suggestion for
making this happen under the time constraints would be to reduce the class size to about
12 participants.

Finally, an important observation made by female participants in the focus group was the
gender dynamics in the room, particularly among male participants who may not have
perceived power imbalances, e.g., males speaking more often and at times having their
opinions heard more loudly than others. One participant commented on how males may
have been more convincing by portraying their experience and expertise as definitive and
women buying in or giving in, even though their comments may be wrong. A particular
incident was described where one male, in particular, pushed the group towards certain
answers in a group exercise, citing his particular expertise and education, but it was later
revealed that the answers were incorrect. Women noted that they could see gender as an
important issue in mediation that was not addressed to the extent that it should in the
training, particularly in male-female disputes. Others in the group, particularly an
African American male, responded that gender alone should not be the only consideration
for why males in the group spoke more often and with more authority. He noted that the
intersection with race and gender should be considered. As an example, he noted that
black males are often not heard in white professional settings and that this may have
contributed to his need to be heard in this setting.

9

Page 56



Using the Skills Learned and Volunteering

Several respondents said that they had a chance to use the skills they had learned, though
one person writes, “with varying results.” Some participants indicated that they were
more easily able to “find common ground.” Most of the respondents who indicated that
they had used their skills said that they found they were using these skills in their own
personal lives, not in a formal setting. Two participants had not had a chance to use their
skills at all.

Most everyone interviewed had not volunteered at the center yet. The primary reason for
not volunteering was time, particularly due to work commitments. However, others
noted that there were other barriers, such as parking and family problems. One
participant asked if parking could be provided by the DRC.

One participant indicated that he has not been contacted since his training. He mentions
in several different questions that this has been a barrier to his involvement. The
evaluator notes that this has changed since the interview. Another participant was
involved in a mediation session but was involved personally and had a different view of
the process. There were only two participants who had actively volunteered and observed
several mediation sessions. One said that he found it difficult to just be an observer and
not “jump in.” Of the individuals who did not have a chance to volunteer, all respondents
stated that they would like to volunteer and plan to do so soon. They looked forward
particularly to observing.

When asked specifically about barriers to volunteering, the most common response was
that the participants worked full-time or go to school full-time and do not have any extra
time to volunteer. Several respondents said that there needs to be more follow-up and
outreach from the DRC to re-engage involvement in the program. They indicated that the
DRC needs to be more involved in the process and actively recruit participants to
volunteer. One individual suggested that the DRC explore how they can help people
schedule volunteering into their lives. The evaluator notes that two events have since
been scheduled with the trainees, including a reception at the Board President’s home and
a reunion of the participants at the DRC about three months post training. In addition to
not having time, there were more practical barriers such as not having enough money for
gas and again, the availability of parking at the DRC location in downtown Ann Arbor.

Recruiting Mediators from Diverse Communities: Barriers and Solutions

Participants indicated several barriers to recruiting a diverse group of mediators. The
respondents overwhelmingly indicated that a lack of awareness of what mediation
actually is and what the benefits of a program like this are were the greatest barriers to
recruitment. One participant stated, “a lack of education on what mediation is, and
reservations on the public’s part to engage in a program that they really do not know
anything about, were the biggest barriers.” Others noted a lack of advertising in their
communities as another barrier.
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Although participants acknowledged the challenges to recruiting mediators from diverse
communities, they saw the challenge as something that could be overcome. Many
participants stated that the best way to recruit diverse mediators would be through “word
of mouth.” Qutreach must continue to be grassroots. For example, several respondents
stated that those who have gone through the training would be the best people to speak to
about the benefits of the process. They suggested that the recent graduates of the training
would make good ambassadors for the DRC in their community. In addition to the
current trainees, it was suggested that the DRC continue to locate individuals in the
community who are leaders and who are respected in the community and provide
mediation training. They believed that by developing a critical mass of individuals that
have conviction and believe in mediation as a process, they will be able to recruit more
individuals from diverse communities into the training.

Some also noted that purposeful recruitment of individuals with qualities and traits that
are compatible with mediation should be explored. It would be important for the DRC to
try and identify what these traits are. Some thoughts on people and places to recruit for
mediators might be retired individuals, churches, mosques, community organizations, as
well as Ypsilanti in general. A couple of respondents mentioned the idea of opening a
center in Ypsilanti where there are more diverse people.

Cultural Relevance of the Training and Mediation Process

For the most part, people thought that the training was culturally relevant to their
community and that the process would work across cultures. This was true during the
focus groups as well as the post-training interviews. Participants noted that every culture
has conflict and the mediation process was not necessarily seen as unique to one
particular culture. One participant talked about how mediation was very congruent to his
cultural background, “the fact that it is an unbiased process and that we can get two sides
down to talk, is very relevant.” Other participants noted that in many cases, mediation is
informally happening already and that some cultures naturally value this kind of
approach. For example, respondents noted how mediation already informally occurs in
churches by religious leaders, community social workers, and in communities with a
cultural propensity to turn to mediation first. One respondent identified Koreans, Indians,
Pakistanis, Middle Easterners, Greeks and Italians as examples of cultural communities
that have a propensity towards mediation.

Although most respondents were not specific about what customs or traditions mediation
training should consider in its training, there was general agreement that mediators need
to have familiarity with the culture, language, and custom, such as, how people approach
problems, how people relate to one another, how people communicate (e.g., that some
take time to warm up or display intense emotions), how willing people are to talk about
family problems to strangers (e.g., some are suspicious of people trying to get into their
business and are not forthcoming, due to historical mistreatment and discrimination).
Therefore, it is important that the mediators be people that can be trusted. This could be
done by having mediators present themselves as fair. One particular concept that was
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mentioned that could be useful to discuss in training was the concept of shame and how
individuals may hide things that they are ashamed of.

Several participants also expressed value for the level of subjectivity present in the
mediation process, but expressed the importance for the mediators to be aware of their
own cultural biases. For example, one individual talked about the importance of
understanding the role of the patriarchy in Latino culture. Another respondent stated that
Middle Easterners favor an outsider to the specific community to mediate, as an internal
mediator would not want to be seen as a “troublemaker.” Yet, this individual goes on to
say, “we prefer to have someone from the culture or sub culture because of trust, because
they know the traditions, they know the idiosyncrasies and all the special considerations.”

Most everyone felt the training content was relevant. However, there were some notes of
caution expressed by participants. For example, some thought that the training was not
culturally specific, and rather was generic. Others thought that the examples were
somewhat stereotypical and not relevant, such as the “beach house” example, and would
have liked to see more culturally diverse role plays highlighting specific cultural groups
(Arab, Latino, LGBTQ, etc.) and to debrief these topics. One participant felt that the
training could have benefited from asking participants questions, such as how would this
concept be applied in different racial/ethnic cultures? Others felt that there were
important cultural factors that could be examined and explored more in the training, such
as the importance of fostering trust, ways of listening, being non-judgmental, as well as
matching mediators with clients by culture. Several individuals noted that the training
could benefit from including more self-reflective content regarding working across
cultures, such as looking at individuals own discomfort with people who are different
from them, examining those feelings more closely—*“what is going on inside people’s
hearts and minds.” Additionally, a couple of participants felt it was important to
recognize the significance of faith/religion to the community and how this might be
useful in the process.

When asked again about the content of the training again in the second focus group,
participants were somewhat more critical about the need for more cultural relevance to
the training. For example, one participant commented that individuals may not see the
process as relevant to them if they do not see themselves in the process, such as the
videos and the role plays—*“the process must reflect the people.” One participant talked
about how this needs to be “explicit” and that there is a need to be *“very real” with it,
because “oppressed minorities are not used to demanding what it needs.” Participants
discussed how models for incorporating minority perspectives and that the talents for
how to do this exist. The work of Edwin Nichols on cultural diversity and how different
groups see the world was cited as one possible source. Scenario Role Play: The Blees
Method was another resource that was offered.

Participants were reminded in both the focus groups and the interviews that the DRC
intentionally did not modify its basic mediation training for this group and that the
purpose of this was to obtain baseline attitudes and reactions to the training before
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modifications were made for future groups. Participants understood the rationale for this
and acknowledged that this was a pilot project in its beginning stages.

With regard to the training environment, two respondents stated that initially the training
did not seem warm and friendly, which would be very important for people from
different cultures. Part of this was due to the training being so driven by the outline or
agenda items. One participant felt like the training could have benefited from trainers
using plain language, being real, relaxed, approachable, and not so concerned about
getting every point across. However, these individuals did note that the trainers were
respectful and listened to people.

During the second post-training focus group, participants were asked if it was important
for the trainers to be from racial/ethnic minority groups. The group did not believe that
this was imperative, but noted that it could be a factor. One participant suggested that
there be more “train the trainers” workshops to diversify the pool of trainers. Participants
felt similarly about the need to have mediators of the same race/ethnicity in the
community. While it was not imperative, there was an expressed need for diverse
mediators. For example, one participant stated that African Americans tend to be
straightforward about their preference for mediators of color out of a concern for issues
of fairness, but s/he did not know if this would be the case for other groups. There was
consensus, however, that cultural competency training was absolutely necessary and that
failure to do so would mean ignoring the proverbial “elephant in the living room.”

Serving Diverse Communities through Mediation: Barriers and Solutions

As with the barriers to recruiting a diverse pool of mediators, the biggest barrier noted for
serving diverse communities through mediation was a lack of knowledge about the
mediation process, what it is about and the services it offers. Again, instrumental barriers
such as parking and the DRC’s location were noted. Particularly Ann Arbor was cited as
a place that is not only difficult park, but a place where people of color might be looked
down upon. Several participants spoke about how intimidating it was to come to Ann
Arbor for services of any kind and that the community, although perceived as liberal and
diverse, was not necessarily welcoming to people of color. Others noted the fact that
some cultural groups, like African Americans and Arabs are scared of or distrustful of all
things legal, particularly in our post-911 society. Coming to downtown Ann Arbor and
specifically to a location where government buildings and courthouses were present only
creates further distrust.

Participants stated that more education is needed about both how minority groups view
mediation as well as education about the DRC and its service to the community.
Although mediation is informal and flexible compared to the formal legal system, people
are not aware of this and thus fail to see the difference in the two processes. Nearly all
respondents said that more outreach and increased visibility on the part of the DRC
would be necessary to change this perception.
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For example, participants stated that the DRC should increase its visibility in churches,
mosques, community organizations, civic organizations, and clubs; place where informal
mediation is already happening. Regular presentations to such places would help to get
the word out about mediation and the DRC. One participant felt that the DRC could
improve its visibility by getting more involved in issues that concern the community and
acting as advocates for these issues outside of the mediation process. Participant
suggested information booths at festivals, circulating a newsletter aimed at these
communities, radio and television ad, fliers, as well as the internet, e.g., Facebook,
MySpace, and email. Others suggested training more people at universities, high schools,
and community colleges, as well as marketing mediation to local businesses and helping
professions. Minority fraternities and sororities were other possible places to locate
diverse mediators. However, most people felt that the effort should be at a grassroots
level and reiterated that there needs to be more of a push for ambassadors in the
community to get the word out.

Nearly all of the participants stated that they would be willing ambassadors for the DRC
as a result of their increased knowledge of the mediation process, the DRC, and the
usefulness of its services. However, they suggested that the Center should give these
ambassadors information, such as Center fliers and handouts, so that they can share the
information with others. On the other hand, the participants also recognized that as
leaders in the community, they are very busy people and this can be a barrier to their
participation. They implore staff to be persistent with them and acknowledged that they
would not want to waste the scarce resources that the Center invested in them.

RESULTS OF DRC STAFF AND TRAINERS FOCUS GROUPS

Following the training, the DRC staff and trainers met with the evaluator for two focus
groups. The questions focused on staff and trainers reflections of the pilot project to date,
observations of the trainings, how the training differenced from typical trainings, and
ways in which the process for recruiting diverse mediators and serving diverse
communities could be improved. The findings below represent the various themes that
emerged from the focus groups.

Sense of Community. Observations by DRC staff largely focused on the interactions of
the participants at the training. Staff noted there was an “instant bonding” among
participants and that the training appeared to create community that was unique compared
to other trainings. Some noted that this had much to do with the fact that the members
had so much in common with one another; there was a “comfort level of being in a group
where they are not the only one.” One example that was cited was during the first lunch
break where people naturally grouped themselves to go to lunch together despite the fact
that they did not know one another a few hours earlier. The trainers also noted that this
bonding was a challenge at times, as the group was sometimes difficult to get focused
after breaks and there were several side conversations that were sometimes distracting to
the trainers. One trainer suggested that it might have been a good idea for people to sit in
different seats on different days. This would also help with people getting to know other
people in the group.
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Staff comments affirmed those of the participants who spoke about the level of comfort
among participants due to the high ratio of minorities. Others thought that the
environment may have been due to the fact that there were no lawyers present. One staff
noted that although lawyers can be skeptical, ask questions to pick apart the mediation
process, and keep others from asking questions, she wondered if it might be good for
lawyers too to be in a room with diverse community people. Staff discussed the
possibilities of future trainings that mixed both professionals and community leaders, but
that the appropriate ratio should be at least balanced in order to be successful.

The trainers, on the other hand, were less convinced that the group differed from other
community mediation trainings and one trainer spoke about how she has observed a
similar bonding in other groups. She noted that these other groups were often diverse in
other ways including socioeconomic status. The other trainer, however, was surprised
that the group bonded so quickly given that they came from such different backgrounds.
The trainers, who were both white women, also expressed some concern over whether the
group would accept the training without having a lot of information about mediation and
whether they would be rejected by participants for “not knowing the culture.” The group
acknowledged that the selection of two white trainers was intentional and was done this
way because this was typical of mediation trainings that have been held in the past in the
Center. Again, the lack of manipulation was intended to obtain a baseline for future
modifications that the Center might make in future trainings.

Recruitment. A large part of the staff and trainer focus group discussions centered on
the process of recruiting the participants for the training. The recruitment was largely
done by the DRC’s Board President, a white Jewish woman and a staff member, who was
an African American Christian woman. For recruitment in the African American
community, the staff member approached recruits through their spirituality. She
appealed to African American individuals by viewing their participation as a calling that
was pre-destined and that she was a vessel for God’s purpose. She rationed that this
approach would reach leaders in faith communities, who already use mediation
informally in their personal lives and their work, and because she would be asking them
to make a personal sacrifices in order to come to the training. She noted that her success
was largely due to her credibility, which arose from her history in the community and her
own shared history as an African American. Also, she stressed that there was a need for
ongoing commitment to the individuals who attended the training, again noting that
people sacrificed personally and made it a priority to come to the 40 hour training,
including lost wages and their own emotional challenges.

The Board President described her recruitment as appealing to her personal relationships
with individuals and to her own enthusiasm for the project. She talked about making
individuals feel special, that they were hand-picked individuals who were an “illustrious
group of people in level of experience, leadership, and commitment.” She also appealed
to people to participate as a favor to her personally. She did wonder, however, how
replicable this approach was and questioned whether there were other approaches that
could have been taken. One staff member stated that the Center needs to define who it
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wants to recruit, who to target, and how much resources it will commit to this kind of
effort, acknowledging that this kind of effort requires money to be successful.

Accomplishments and Successes. Staff and trainers both felt that the training went very
well. They identified the outreach effort as a major success, not only for the training, but
to increase the visibility of the DRC in communities of color. They also noted that the
planning that went into the training was elaborate and specific, although they wondered if
such an elaborate planning effort would be necessary in the future. However, more than
anything, they realized that undergoing the process forced them to “tell their story.” The
group took the time to become their own ambassadors for the program, and that this may
not have been done so systematically and with such great effort if it were not for the
project. The Center Director noted that the success of the project could also be attributed
to the number of different pieces of the Center who were committed to the project,
including the Board, staff, consultants, trainers, and trainees. She stated that “a lot of
different voices were included in the project and we had 100% commitment to the goal of
the project.” She stressed that even if people did not come to the training, the Center was
successful in getting the word out to a number of people who would have otherwise never
heard of mediation or the Center. Staff also noted that the trainees are now telling the
Center’s story to their community and even if they do not mediate regularly, these
individuals are excellent new partners for achieving the Center’s mission.

Challenges and Barriers. There were several challenges that were associated with the
project, including the new transitions occurring in the Center due to a new Director, new
offices, and coordinating the project along with the regular duties and responsibilities of
the Center. In addition, staff noted that there were administrative challenges, as the
project brought a lot of different and new questions to the Center without a designated
person responsible for these questions. Recruiting and following up with individuals,
which was often one-on-one or in person, was also a challenge, but it was noted that this
kind of interaction was important and meaningful, as it presented an opportunity to
develop trust. Staff described how the short term pay off for this type of trust building
was high. For example, staff described how different that atmosphere was at a recent
mediator appreciation event, which some described as more vibrant, warm, and diverse.

Lack of resources, and specifically funding for this kind of effort, was also a major
challenge to the ongoing success of the project. Staff wondered if they could do this
again in the future noting the cost of the trainers and materials. Could scholarships be
provided on an ongoing basis for specific individuals and how will this be paid for?
Although this was acknowledged as a major challenge, the staff also saw this as an
opportunity and believed that there might be others who were committed to serving
diverse communities who might assist in fundraising and providing resources. One staff
member suggested that half day and full day workshops that could be led by trainees and
used as fundraisers. There was general agreement that advanced trainings on cultural
issues presented an opportunity for not only disseminating important skills, but also
raising money for the Center and its programs.
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There were also several challenges in the recruitment process, as one individual stated
that she did not have a lot of contacts in certain diverse communities, although it was an
opportunity to meet a lot of new people. She also noted that she often did not have the
right materials, except for a flier, which was not enough, especially for people with no
background on mediation. It was suggested that a letter or some kind of information
sheet be created for people with no knowledge of mediation. Despite these challenges,
recruitment was not only successful, but there is still a long and growing list of people
who are interested in participating in the project. The new challenge is what to do with
these people? What is the incentive for these individuals to participate in regular
training?

Cultural factors. Staff also noted that time became an issue for the training due to the
late arrival of some of the participants. It was noted that time may be a western concept
and that in future training, more time should be allotted for people to arrive and mingle,
perhaps with food. This would give people an opportunity to network and contribute to a
more welcoming environment.

The content of the training and its cultural relevance was also discussed by staff and
trainers. One staff questioned whether the videos depicting white males might be boring
and out of date. While there was general agreement, it was also noted that better and new
materials featuring diverse individuals are not available and that this is an ongoing
challenge. One trainer stated that different people have different reactions to the videos
and affirmed that it is very difficult to find videos with good techniques.

The group also discussed the coaches who were brought in to assist with the role play
situations. Again, the group acknowledged that they did their “usual thing” and did not
try to manipulate who they brought in as coaches, according to the evaluation plan.
However, they also noted that it might have been a good idea to bring in some diverse
coaches.

The community role plays themselves were also noted as potentially problematic and one
staff expressed the need for more role play with cultural conflicts. However, some staff
expressed concern and highlighted the need to be sensitive to the possibility of
stereotypes that might be embedded in cultural role plays and the inability to check in on
these issues every time. Others felt that we did not need to be so sensitive to this at the
risk of not using cultural role plays, as stereotypes are the norm in minority communities
and not such a big deal if debriefed appropriately. Staff noted that role plays that were
more generic lacked a sense of realness and authentic voice. For example, staff described
how the civil case was far more effective and emotional because it dealt with issues of
trust as well as loss and grief. Also, one staff noted how one African American male
was not into his role as a white male during one of the role plays and refused to take part
in it. There was a general consensus that trainers should do more debriefing after role
plays and that we should incorporate such hesitations to participation in the debriefing
process.

17

Page 64



The group also discussed the cultural competence section of the training and its
effectiveness. One of the trainers spoke of how she usually asks participants to complete
the family history section ahead of time and that this is where the trainees usually come
together as a group. However, this was not necessarily the case with this group, as there
were not a lot of individuals volunteering and in fact, one participant questioned the
appropriateness of the exercise for African Americans. It was unclear as to whether
people did not share due to the limitations of the exercise, if people already felt
comfortable with the information, or if the group did not want to engage in a discussion
of cultural differences among themselves due to a sense of solidarity and intense bonding
that was established by the group from the onset of the training.

Intergroup and intragroup conflicts among diverse communities were also discussed in
the focus group. Specifically, the racial divide between whites and African Americans in
Ypsilanti and intragroup conflict within the Arab community were put forth as examples.
The staff questioned whether there was something they could do as a Center and how
they could support those individuals who are already doing this work in the community.
The use of co-mediation was suggested as one way in which the Center could play a role
in this process.

The trainers observed that it might have been important for them to know who the
trainees were and where they came from prior to the class. This might have allowed for
them to better prepare for some of the possible cultural issues that might come up. For
example, it might have been good to know what communities the trainees came from and
what they intended to do with the training. Although the trainers got to know the trainees
quite well by the end, they felt it was mostly one dimensional.

The participants’ age differences were observed as a possible barrier to the training. Staff
thought that older members were a bit more engaged than younger members in the
training and that this may have been possibly due to different expectations or learning
styles. For example, were younger participants more bored, did they expect something
different, were they intimidated, did the training need to be at a faster pace, are these
differences attributed to personalities, culture, or age? More information is needed to
determine if differences by age could be attributed to these observations.

Next Steps. The group engaged in an extensive discussion of the question, “how do we
do this kind of training once again?” Staff spoke about the need to capitalize on the
energy that was in the room and several suggestions were made on how to do this,
including creating a contact list to allow participants to network with each other, having a
reunion of the participants to rekindle the sense of community during the training, and to
give them tasks to do so that they can stay engaged in the Center. One task that was
described was asking participants to be recruiters for the Center. It was noted that a
couple individuals have already contacted the Center and that one participant even came
to a recent brown bag. The question arose, however, as to how to best engage people
with full schedules? Individuals suggested more flexibility with hours, including evening
and weekends and that this might be necessary if they are serious about diversity. The
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staff also wanted to know where individuals would like to host mediation in the
community.

Another idea that emerged was to ask participants if they would be willing to help set up
presentations for their groups in the community. Specifically, staff believed that if the
trainees opened the door for the Center, who are essentially strangers, to their friends, the
Center would have some credibility in presenting its message.

Staff also acknowledged that training people would not be enough and that if participants
haven’t done anything yet, it might be because we haven’t asked them to do anything yet.
Additionally, there might be other incentives that need to be in place for people to stay
engaged, for example, reduced fees for future workshops and inviting individuals to be
presenters themselves at the Center brown bags. Finally, staff noted that there was a
greater need to view these volunteers as resources and that there may be a need for a staff
member to be committed specifically to coordinating volunteers.

LESSONS LEARNED AND RECOMMENDATIONS

Several important lessons were learned from the pilot project and the evaluation results
reported above. These lessons are summarized below.

The DRC learned:

1) It can be successful in recruiting and training a diverse group of community
members to serve as community mediators. The trainees were an extraordinary
group of dedicated and committed individuals who care deeply about their
community. The group was also highly educated, held positions of status in the
community, and represented outstanding candidates for mediation training.

2) Its training curriculum and the processes of the training, for the most part, were
useful and relevant to diverse communities. The materials resonated with
individuals who stated that the process of mediation exists within a number of
cultural groups.

3) The principles of mediation were important to the community and, in fact, many
individuals in the community already act as informal mediators in their
professional and work settings.

4) There are several modifications that will be necessary to increase the relevance of
the training to diverse communities. While there are some areas in which
materials and resources are available for increasing cultural relevance, other
materials may need to be developed that teach good skills and techniques.

5) There are a number of challenges to recruiting and retaining mediators from
diverse communities, including the time it takes to recruit individuals, ongoing
funding to support training for disenfranchised communities, and the time
constraints of trainees to act as community mediators.

6) Its participation in the project contributed to an increase in the visibility of the
Center in diverse communities and that they have gained a number of
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ambassadors in the community who they can call upon to continue their outreach
efforts or to volunteer their specific cultural expertise.

Based on the findings of the project, several recommendations are warranted. These
recommendations emerged from DRC staff, participants in the project, as well as the
evaluator’s observations of the process.

1)

2)

3)

4)

5)

6)

7)

8)

The DRC should capitalize on this pilot project and use it as a spring board for
recruiting more community mediators from diverse communities and as a vehicle
for increasing its visibility and services to these communities.

The DRC must continue to dedicate itself to increasing the cultural competence of
its existing mediator pool. Attention to cultural factors is important whenever
mediators deal with diverse communities, no matter who the mediators are.

The DRC should consider utilizing the participants from the project as resources
for training mediators about cultural competence. Advanced cultural trainings
and workshops could be co-facilitated among DRC staff and project participants
and the fees for these workshops could be used to fund future trainings for diverse
communities.

The DRC should examine the content of its training, particularly the videos and
role plays, to include more diverse individuals and cultural issues. If such
materials are not available, the DRC should either develop such materials or
advocate for the development of such materials.

The DRC must prepare for an increase in intergroup conflict cases if it is serious
about serving diverse communities. It must become aware of the issues that are
present within the community and develop trainings that specifically address these
issues. A needs assessment, such as a community survey to ascertain the kinds of
conflicts that exist within the community, should be completed to determine
existing issues.

The DRC must continue to seek funding for its ongoing efforts to recruit and
retain a diverse pool of mediators. This may include the need to fund a staff
dedicated to such efforts as well as incentives for participating in the training.
Although the project revealed that, once trained, individuals buy into the
mediation process and acknowledge its usefulness, getting diverse individuals
initially to come to the training may require added incentives, such as discounts or
scholarships. Once the DRC becomes more established in the community, this
may become less important, but it will take more time and outreach efforts before
this happens.

The DRC should consider the location of its offices and consider partnering with
community agencies and organizations about locating some of its services in
diverse communities, such as Ypsilanti. If the DRC expects diverse individuals to
trust the Center and learn about mediation, it must be accessible to the
community. Accessibility might also include extended evening and weekend
hours, so that working families who are unable to take off from work might
access services.

The DRC should develop information packets and advertising that are aimed at
diverse communities who have very little information about mediation. Both
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DRC staff and its new ambassadors could use the materials in their recruitment
efforts, including presentations to community groups that may be set up by
community ambassadors for DRC staff.

In conclusion, the DRC experienced great success with its multicultural pilot project and
looks forward to its ongoing work towards increasing its diverse mediation pool and
serving diverse communities. Although there is more effort and funding that is required
to insure the future success of the project, the DRC took a great leap forward toward
meeting this aim and developing a model for other community mediation centers who
also are seeking to increase the diversity of its mediation pool. The ongoing success of
the project will be contingent upon the continued dedication to the goals of this project
and the ability of the DRC to articulate how it was successful in achieving its goals.
Continued evaluation of the DRC efforts is necessary to further understand the issues and
barriers to these goals and the replication of its efforts throughout the country.
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"Crafting Vision and Action for Michigan: Toward an Effective ADR System that
Addresses Issues of Diversity"

As parent of an adult child who has recently come out, I am now confronting a whole
new set of personal concerns that will probably be with me for the rest of my days. How
will our extended families respond? Will she be safe on the street or in her home? Will
she face retaliation from her employer if someone sees her kissing her girlfriend on her
lunch break? If they become partners and own joint property, will they find the help they
need to settle any disputes that may come up should they decide to go their separate
ways?

Alternative Dispute Resolution (ADR) is relevant to all these concerns and more, whether
we are talking about facilitative mediation, family group conferencing, or victim/offender
dialogue. The question remains, is our community of private practitioners and volunteer
neutrals prepared to do more than what may be generally expected of them? On one level,
our Lesbian, Gay, Bisexual and Transgender (LGBT) clients should receive the same
professional assistance as anyone else. There is a valid argument to be made that
mediation is mediation regardless of who is sitting at the table. But we have also learned
that a lack of awareness on the part of a mediator may indeed turn the tables when a
disputant is turned off by cultural insensitivity.

Are members of the LGBT community truly welcome when they join us at the mediation
table? Are mediators familiar with the history of the gay rights movement? Are they
aware of the current legal issues affecting sexual minorities? Do they understand what
true hospitality may look like through transgender eyes? Have ADR practitioners or local
Community Dispute Resolution Programs (CDRP) made an effort to draw on the wisdom
of the LBGT community to inform their practice? Have straight mediators spent time
considering how their language and personal assumptions may impact negotiations
involving LGBT disputants? Are there gay mediators among us who have chosen to
remain closeted suspecting they would not be welcome at the table either?

Many of these questions were raised in our own practice as a CDRP. We found that cases
were coming to us from the courts where either a disputant’s homophobia was lurking
under the surface and making settlement extremely difficult, or we were asked to mediate
property division in the breakup of same-sex relationships. I am happy to say we had
considerable success in helping those who were sent our way, but we knew not everyone
on our mediator roster was prepared to be of service in these cases. We were also
concerned that those performing intake tasks at our office and working with students in
our local schools were adequately prepared to be of assistance to those approaching them
for help.

In an effort to address these concerns, our program collaborated with leaders from the
LGBT community and its allies, the American Civil Liberties Union of Michigan, local
counselors, educators and social workers, along with ADR experts to develop a diversity
training for mediators working with LGBT disputants. The eight hour advanced mediator
training was intended to increase sensitivity and awareness regarding sexual minorities as
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participants in the mediation process. It received prior approval from the State Court
Administrative Office as satisfying the court rules for continuing mediator education.
Someone noted this was the first training of its kind in the state, but the important thing is
our agency does not have a copyright on it and anyone can duplicate it in his or her own
context. We found the training to be a great way to get our program and mediators
connected with local leaders in the LGBT community, learn what it means to be an ally,
become better informed on legal issues, and learn more about the challenges confronting
young people and elders. We increased our understanding of how language and our
hidden assumptions can impact mediation with LGBT disputants in ways we had not
considered. We also found this training works. In their evaluations the majority of
participants gave the training very high marks and noted they had no previous awareness
of several issues covered in the training. Many reported they felt better equipped to
mediate conflicts involving LGBT disputants as a result.

But inspiration is followed by more perspiration. Despite the cliché, you can build it but
that doesn’t mean anyone is going to come. Awareness on the part of mediators is one
thing, but increasing awareness of the services among those who may need them is
another. To tackle this challenge we returned to the group who helped create the training.
They provided important input during the development of the brochure we now use to
promote mediation among potential LGBT clients (see attached). We also used some
additional grant money from the local foundation that helped finance the training to put
an advertisement in a periodical popular with Michigan’s LGBT community, Between the
Lines (also attached). Yet, none of this assures you phones will be ringing. Ultimately,
relationships need to be developed and trust established, not just to increase referrals, but
to collaborate in the creation of a truly inclusive and welcoming community in which
ADR plays a decisive and valuable role.

Respectfully submitted,
Barry Lee Burnside, Program Coordinator

Dispute Resolution Services of Gryphon Place
November 25, 2009
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NATIONAL RESOURCES

Gounseling & hotlines

Depression and Bipolar Support
Alliance

www.dbsalliance.org
800-826-3632

DBSA’s mission is to educate
patients, families, professionals and
the public concerning the nature of
depressive and manic-depressive ill-
nesses as treatable medical diseases;
to foster self-help for patients and
families; to eliminate discrimination
and stigma; to improve access to
care; and to advocate for research
toward the elimination of these
ilinesses.

The Gay And Leshian National
Hotline

www.glnh.org
Phone: 1-888-843-4564

GLNH is a non-profit organization
which provides a vital service to our
community by providing nationwide
toll-free peer-counseling, information
and referrals.

The Trevor Project
www.thetrevorproject.org/homel.
aspx

866-438-7386

A national 24-hour toll-free suicide
prevention hotline aimed at gay or
questioning youth. The Trevor Helpline
is geared toward helping those in
crisis, or anyone wanting information
on how to help someone in crisis. All
calls are handled by trained counsel-
ors, and are free and confidential.

Gay, Leshian, Bisexual and Transgen-
der Helpline and Peer Listing Line

800-399-7337

Young people can talk to a peer
without being judged or rushed into
any decision they are not prepared

to make. Issues include sexuality and
safer sex practices, coming out, HIV
and AIDS, depression and suicide,
and anti-gay/lesbian harassment and
violence.

Find hundreds more
Michigan LGBT resources

online at

www.pridesource.com

MICHIGAN RESOURCES
www.pridesource.com: Fully
searchable database online of most
nonprofit services supporting LGBT
communities. Counseling, medical
and dental practices supportive of
LGBT community. Sample of some
listings follow:

Hotline:
Affirmations Community Center

800-398-GAYS (4297)
Triangle Foundation
877-787-4264 to report hate crimes.

Families and friends
support

COLAGE is the only national and
international organization in the
world specifically supporting young
people with gay, leshian, bisexual,
and transgender parents.

www.colage.org

People and Places:

Parents & Friends of Leshians and
Gays (PFLAG)

PFLAG promotes the health and well-
being of gay, lesbian, bisexual and
transgendered persons, their families
and friends through: support, to cope
with an adverse society; education, to
enlighten an ill-informed public; and
advocacy, to end discrimination and
to secure equal civil rights.

http:/ /community.pflag.org

Information about PFLAG Detroit,
including support, education and
advocacy information, plus local
community information.

www.pflagdetroit.org

MICHIGAN CHAPTERS
PFLAG-Detroit
248-656-2875
www.pflagdetroit.org

PFLAG - Downriver,
Michigan

Serves Downriver
area in southeastern
Michigan
734-783-2950
pflagdownriver.org

PFLAG - Ann Arbor
www.pflagaa.org
734-741-0659

PFLAG - Genesse County
810-659-1254
www.pflagflint.org

PFLAG - Grand Rapids
www.pflaggrandrapids.org

PFLAG - Jackson

(517) 750-3045
www.webspawner.com/users/
pflagjackson

PFLAG - Keweenaw
906-482-4357
www.keweenawpflag.org

PFLAG - Lansing Area Michigan

517-332-4550
www.geocities.com/pflaglansing

PFLAG - Southwest Michigan
www.pflagswm.org

PFLAG - Kalamazoo/Southwest
Michigan

PO Box 50564

Kalamazoo, MI 49005

PFLAG - St. Joseph/Berrien County

(269) 429-6160
www.outcenter.org./pflag.htm

PFLAG Tri-Cities
989-941-1458

pflag@pflag-mbs.org
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An Analysis of Diversity Trainings in United States Community Mediation Centers
The Dispute Resolution Center (DRC), Ann Arbor, Michigan

INTRODUCTION

Cultural identity is not always understood and addressed effectively in the field of
mediation. Race, gender, sexual orientation, age (both older adulthood and adolescence),
socio-economic disparity, and disability are often the "elephant in the room" when people
are attempting to resolve a conflict.

Many community mediators lack the life experiences or professional skills to be effective
mediators in conflicts involving cultural identity. The Dispute Resolution Center in Ann
Arbor, Michigan conducted a basic 40-hour mediator training in November, 2007, in
which all invited participants were individuals from minority communities. A subsequent
evaluation suggested ways in which the training could be improved, particularly with
regard to structure, role plays, exercises and class make-up. To build upon this
evaluation, the DRC embarked upon a further study to examine other community
mediation centers’ training curricula and practices with a specific focus on issues of
diversity and cultural competence.

PURPOSE AND OVERVIEW OF DIVERSITY TRAINING PROJECT

The purpose of this report is to present the findings of this study that looked at diversity
trainings at community mediation centers across the country. The study was initiated as a
cooperative effort between The Dispute Resolution Center (DRC) in Ann Arbor,
Michigan and the State Court Administrative Office (SCAO) of Michigan. The study
began in March of 2009 and was completed 6 months later.

The purpose of the project was:

(1) To research best practices used in community mediation centers across the
country to determine what efforts centers have made to build competence,
overcome apprehensions and unconscious behavior, and reach out to diverse
communities to expand services, enlarge mediator pools, and serve multi-cultural
constituents more effectively;

(2) To identify useful curricula and, when possible, secure permission to utilize those
curricula in Michigan’s 20 community mediation centers (CDRP);

(3) To gather information in preparation for a plan in Michigan designed to increase
the level of awareness among Community Dispute Resolution Program (CDRP)
center board members, staff, and volunteer mediators’ personal sensitivities and
cultural competence, increase the skills of mediators in dealing with cases
involving conflicts of cultural identity, and increase the skills of mediators in
conflicts in which the parties come from different cultural backgrounds.
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In this study, the DRC used a mixed method quantitative and qualitative methodological
approach. The quantitative element consisted of an online survey and the qualitative
element included phone interviews with both respondents and key non-respondents.

Quantitative

The project began by identifying community mediation centers across the country. This
list of centers was generated by adding to a list developed by the President of the DRC’s
board of directors. From this list, an excel document was created that included the
centers’ name, address, website, and contact person. The final document included a total
of 297 centers across all but 4 states and the District of Columbia (no centers were
identified in Idaho, Louisiana, South Dakota, or West Virginia). Two centers had co-
program managers, so 299 e-mails were sent out inviting respondents to participate in a
brief, online survey (see attached Appendix ). The survey was administered via an
online survey tool called surveymonkey.

Next, an online survey was created with questions developed in cooperation with this
study’s advisory committee. The advisory committee consisted of professors, lawyers,
judges, social scientists, community members, mediators, mediation trainers, and
administrators from diverse backgrounds and cultures (see attached Appendix Il). The
advisory committee met initially to discuss the scope and purpose of the study, and
committee members also provided feedback on the online survey questions and format.
In addition, the Executive Director of the DRC administered a “test run” among area
community mediation center directors in order to get their feedback on the flow and
clarity of the online survey. Ultimately, the survey was distributed to all 299 contact
people. The target response number was 30 centers; 44 completed the survey.

The online survey included questions about both the centers’ training(s) around issues of
diversity as well as their organizational structure. The survey was estimated to take no
longer than 15 minutes to complete and consisted of both closed and open-ended
questions. Potential respondents were given one month to answer these questions before
the online tool automatically closed the survey.

In analyzing the quantitative data, we entered responses to survey questions into a
statistical analysis program (e.g., SPSS) and descriptive statistics were calculated.

Qualitative

Once the online survey tool was automatically closed to respondents, DRC staff,
volunteers, and the board president divided up the responses and made follow-up phone
calls to those centers where either a) surveys were incomplete or b) surveys indicated
potential key findings that warranted further probing. In addition, certain key non-
respondents were identified and called. These centers were identified either because they
were reputed to have strong diversity training and/or curriculum or because the DRC was
aware that they had been doing work in this area.
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Each follow-up phone interview lasted an average of 1 hour, with some conversations
lasting as long as 3 hours. In addition, some phone conversations led to additional phone
interviews with related individuals from other organizations. The phone interviews were
largely semi-structured. They followed a general starting format, where respondents
were asked to give more information regarding certain questions — particularly names of
trainers, types of diversity initiatives, and whether they had curricula they were willing to
share. A specific emphasis was placed on increasing general understanding about the
centers’ programs and experiences that might inform the DRC in terms of increasing
skills regarding diversity and training DRC mediators to be more effective.

These follow up interviews allowed us both to clarify some of the respondents’ answers
to the online survey as well as to explore their answers more deeply.

In analyzing the qualitative data, we identified key themes and examples that might be
used in assisting the interpretation of our findings.

The final results of both the quantitative and qualitative data will be, in aggregate form,
presented to DRC and SCAO staff, made available to all study participants, and shared at
future national meetings and conferences.

RESULTS OF ONLINE SURVEYS

Location within the United States. The 44 respondents came from a total of 12 states,
with the largest number (ten) coming from Michigan. In addition, six of the respondents
were from California, one was from Georgia, one was from lowa, two were from
Massachusetts, two were from Maryland, one was from Missouri, two were from New
York, five were from North Carolina, four were from Tennessee, four were from
Virginia, and six were from Washington state. Thus, every region was represented in
some capacity with the exception of the Southwest.

Training/Workshops. Respondents were asked eight questions about diversity trainings
and workshops with which they and/or members of their organization might be familiar.
First, they were asked whether their organization offered diversity training to mediators
(community, attorney, or volunteer), board/staff, and other organizations. Nearly half of
the respondents (20) indicated that they offered diversity training to mediators. Slightly
fewer (15) stated they offered such training to their board/staff, and less than a quarter
(10) offered diversity training to other organizations. (See Table 1)

Table 1: Diversity Trainings Offered

Does your organization offer
diversity training to:

Mediators (community/attorney/volunteer) 20

Board/staff 15

Other organizations 10
4
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Next, respondents were asked who conducts these trainings — internal or staff trainers or
independent/contract trainers. Of those organizations that indicated they offered diversity
trainings, seventeen indicated that the trainers were internal or staff and twelve stated that
the trainers were independent/contract trainers. (See Table 2) A few organizations then
noted the trainers’ names, affiliations, and type/title of training. Most of these trainings
had to do with issues of culture, with some trainings particularly noting issues of identity
and power with regard to cultural conflict. A few trainings had to do with particular
identity groups (e.g., gender, sexual orientation) but many were general “diversity”
trainings.

Table 2: Who Conducts Trainings

Who conducts these trainings?
Internal or staff trainers 17
Independent/contract trainers 12

Respondents were then asked whether they offer other diversity initiatives, such as brown
bag meetings, lectures, movies, or dialogue groups. About a third of the respondents (15)
answered that they did offer such initiatives. (See Table 3) The types of initiatives these
respondents listed included, but are not limited to: film screenings, continuing education
workshops, wine and cheese gatherings, outside speakers, lunch and learn
meetings/brown bags, and dialogue groups.

Table 3: Other Diversity Initiatives

Do you offer other diversity initiatives?
Yes 15
No 14
No response 15

Next, respondents were asked what they believe are core components of an effective
diversity training program for mediators. Slightly fewer than half the respondents stated
examples of core components, with many of the responses centering on some element of
self-awareness. Such responses included: “self-reflection on biases, prejudices;” “intense
self-reflection and constant evolution;” “recognizing your own biases;” “self-awareness
of own prejudices;” “becoming aware of their own thoughts, biases, assumptions.”
Respondents also spoke about understanding cultural differences and the role of power in
conflict, as well as helping mediators gain understanding about “where people are
coming from.” They mentioned, too, the importance of respect and listening ability,
cultural competence, and the ability to connect concepts of inclusion, cultural sensitivity,
and awareness of biases. A few respondents indicated that this was an issue they were
unsure about, and/or they were in the process of formulating an answer to that question as

an agency.
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Respondents were then asked whether they have an effective diversity module in their
basic mediator training and, if so, whether they would be willing to share that curriculum.
Over a third of respondents (17) indicated that they had an effective diversity module. Of
those respondents, ten stated that they would be willing to share their curricula.
Respondents were also asked whether they have an effective advanced or stand alone
diversity training and, if so, whether they would be willing to share that curriculum.

Only a quarter of respondents (11) indicated they had an effective advanced/stand alone
diversity training and, of those, only six stated they would be willing to share it. (See
Tables 4 and 5) However, it should be noted that concerns arose in sharing the curricula
when this issue was addressed in the follow-up phone interviews. Although the
respondents indicated a willingness to share curricula in the online survey, implementing
this became an issue because of proprietary concerns.

Table 4: Effective Modules

Do you have an effective:
Diversity module in your basic mediator training 17
Advanced or stand alone diversity training 11

Table 5: Willing to Share Curricula

Would you be willing to share
your curricula?

Diversity module in your basic mediator training 10

Advanced or stand alone diversity training 6

Next, respondents were asked whether their staff and/or mediators attended independent
conferences and/or trainings related to diversity and mediation which they felt were of
particularly high quality. Only eight of the respondents indicated that they had. (See
Table 6) Although respondents were then asked to note the trainer’s name, affiliation,
and type/title of training, only one did. Four respondents did comment on the follow-up
question which asked them to describe what distinguished these programs from other
programs. These comments included length, depth, exercises, class discussion, and
content that was well-prepared and relevant to their community.

Table 6: Independent Diversity and Mediation Conferences/Trainings

Have your staff and/or mediators attended independent
conferences and/or trainings related to diversity and mediation
which they felt were of particularly high quality?

Yes 8

No 18

No response 18
6
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Finally, respondents were asked whether they had met with resistance when introducing
diversity training and, if so, from whom. Only six respondents indicated that they had
met such resistance. This resistance came from trainees (5), the community (4), trainers
(2), mediators (2), staff and board (2), and other sources (1). (See Table 7)

Table 7: Resistance to Diversity Training

Have you met with resistance when
introducing diversity training?
Trainees 5
Community 4
Trainers 2
Mediators 2
Staff and board 2
Other sources 1

The Organizations. Respondents were asked an additional seven questions specifically
about their organizations (board, staff, mediators, etc.). First, they were asked whether
their organization had assessed the multi-cultural needs of their community. Over a third
of the respondents (17) indicated that they had addressed this need. (See Table 8) They
did this in a variety of ways — through meetings with community leaders and agency
heads; demographic analyses; focus groups and questionnaires; surveys and relationship
building activities; community dialogues and cross cultural inventories; as well as
videotaped interviews with cultural groups’ leadership. These methods varied in terms of
their format and formality, but all appeared to involve some level of depth and
preparation.

Table 8: Assessed Multi-Cultural Community Needs

Have you assessed the multi-cultural needs of
your community?

Yes 17
No 13
No response 14

Respondents were next asked to indicate what diverse groups are primarily represented in
their service areas. As examples of what was meant by “diverse groups,” the following
identities were included as a non-exhaustive list: gender, race, ethnicity, sexual
orientation, religion, age, and disability. Respondents primarily listed diversity with
regard to race/ethnicity, but they also mentioned sexual orientation, Native American
tribes, and immigrants as important groups. In addition, a few respondents noted gender,
religion, age, and ability status. Two respondents listed “all of the above” as groups in
their service areas.

Respondents were then asked whether their organization reflects the diversity of their
service area. Most of the responses indicated that at least some part of the organization
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(board, staff, mediators, clients) reflected the diversity of their service area. (See Table
9) However, there was a technical problem with this particular question on the online
survey tool; respondents were not able to choose any of the responses (strongly disagree,
somewhat disagree, somewhat agree, strongly agree) more than once for any given

indicator. Thus, these responses are potentially inaccurate and incomplete.

Table 9: Organization Reflection of Service Area Diversity

Strongly Somewhat | Somewhat Strongly

disagree disagree agree agree
Board 3 3 5 4
Staff 1 6 5 5
Mediators 1 5 8 4
Clients 0 2 6 9
Total 5 16 24 22

When respondents were asked whether they were concerned that their organizations do
not reflect the diversity in their service area, only a quarter (11) of respondents said they
were. (See Table 10) Many of those who responded that they were concerned then
answered the follow-up question of what plans they had to address their concern. Some
of these plans included: recruiting from diverse areas; targeting specific communities;
identifying and implementing a diversity training as a form of recruitment; electing more
people from diverse backgrounds to serve on the board; and outreach efforts.

Table 10: Concern about Organization not Reflecting Service Area Diversity

Are you concerned that your organization does
not reflect the diversity in your service area?

Yes 11
No 15
No response 18

Next, respondents were asked whether they use non-English speaking mediators or
translators as an organization. Nearly half of the respondents (19) indicated that they did.
(See Table 11)

Table 11: Non-English Mediators or Translators

Do you use non-English speaking mediators or
translators?

Yes 19

No 9

No response 16
8
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Finally, respondents were asked whether they felt they had successfully addressed issues
of diversity in terms of their organization, recruiting volunteers, mediator skills, and
providing services in multiple locations. Respondents noted more successes than failures
in their responses. (See Table 12) As noted above, however, this was one question
where there were technical difficulties with the online survey tool, so the responses may
not be thorough and/or accurate.

Table 12: Success in Addressing Diversity Issues

Strongly Somewhat | Somewhat Strongly

disagree disagree agree agree
Your organization 0 6 6 3
Recruiting volunteers 0 4 8 1
Mediator skills 1 1 4 3
Services in multiple locations 3 2 2 10
Total 4 13 20 17

RESULTS OF PHONE INTERVIEWS

The phone conversations with respondents varied according to where the respondents
were in the process of addressing issues of diversity at their own centers. Some
respondents were “thirsty” to learn more about what others were doing and were excited
to make connections with other centers in order to move forward on the often challenging
process of addressing diversity issues in mediation. Other respondents had been
addressing these issues for years — some for as many as 40 years — but were still excited
to share what they knew and help centers that were just venturing into this area.

Among those respondents with experience in addressing issues of diversity, the following
themes emerged as potential components of a “best practices” model.

Skilled/Self-Aware Trainers. Several respondents could not over-state the importance
of trainers who were skilled in talking about — and facilitating conversations about —
diversity. One respondent noted that “there seem to be some trainings out there that can
open up people’s vulnerabilities and then leave them. It is pretty tender stuff sometimes.”
Another respondent suggested that one particularly powerful way of successfully
handling these vulnerabilities is for the trainers themselves to engage in self-exposure.
This requires trainers not only to know themselves, but be willing to share the challenges
they may have faced when working through these issues. Several respondents also spoke
about the importance of “doing one’s homework” in terms of researching the
demographics of the communities in the centers’ service areas. Indeed, it appeared
important that trainings be tailored so that issues faced by the centers’ particular
communities be addressed. Respondents also spoke about the importance of trainers
drawing from their personal experiences when speaking to issues of diversity. Indeed,
trainers’ own keen self-awareness appeared to be a major contributing factor to the
success of trainings on issues of diversity in mediation. The opposite was also true;
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respondents that expressed frustration with their diversity trainings noted that their
trainers did not have the level of self-awareness necessary to be effective.

Trainer Diversity. In addition to having skilled and self-aware trainers, a few
respondents noted the importance of having diversity among the trainers themselves. In
one respondent’s words, “We have found that bringing in presenters with a variety of
backgrounds and expertise works well by exposing our mediators, board and staff to
other presenters, strengthens collaboration and partnerships, and overall makes for a
richer program.”

Trainee Diversity. Respondents also spoke about the importance of having diversity in
the room when conducting mediation trainings. One respondent stated, “The diversity of
the class... was very beneficial to everyone, including the trainers.” Several centers
emphasized the importance of using community connections to advertise/post notices of
Basic Mediator Trainings to draw a more diverse group of trainees. One respondent noted
that in order to work toward their goal of diversifying their mediator pool, the center’s
staff was meeting with groups of community leaders to determine what outsiders think is
the need in the community with regard to conflict resolution and diversity.

Facilitator Outreach. Several centers provide facilitation services using facilitators
(distinct from mediators) who are trained to work with agencies dealing with poverty,
drug abuse, youth, housing, and other social service issues. The facilitators are trained
primarily in leading dialogue groups with these agencies. A secondary effect of having
facilitators work with these agencies is that the centers are then able to outreach to these
same agencies by way of list-serves to advertise for mediator trainings. Thus, the
mediator pool comes from individuals who already are dealing with issues of diversity
and are familiar with some of the challenges marginalized communities are facing.
Moreover, the social service agencies become more familiar with the community
mediation centers and become major sources of volunteers and referrals to the centers.

Role Plays. Several respondents mentioned role plays as a potentially powerful way to
illuminate issues of diversity in mediation. These role plays, which use diverse
characters and situations, often touch on themes such as power and culture, and they lead
to follow-up conversations reflecting self-awareness. Although some centers were
willing to share their role plays with the DRC and other centers, they cautioned that it is
important to tailor role plays so they are appropriate for the communities with which each
center works. Moreover, at least one center noted the importance of not “playing into
stereotypes” when designing role plays.

Exercises. Respondents noted that in addition to role plays, other exercises were often
useful in helping to explore biases, assumptions, and prejudices. A “social identity
profile” was one such exercise, in which individuals identify the particular lenses through
which they see the world. Another involved participating in a “Theatre of the
Oppressed” activity or singing a song related to one’s own culture at the beginning of
training sessions. These exercises could be used both internally, among board and staff,
as well as during mediation trainings. Some centers noted that the most successful way
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of addressing diversity issues was to weave these kinds of exercises — as well as role
plays — throughout the entire diversity training, rather than having one distinct segment of
the training be devoted to diversity. In the opinion of one respondent, this latter approach
may “soften” people but is not effective in sending the message that diversity often
underlies all of our interactions and is not easily confined to a single component.

Diversity Ombudsperson. Because conversations about diversity often engender strong
emotional reactions, centers noted the importance of being prepared to deal with these
emotions when they surface. More than one center talked about having the trainer, a staff
person, or a volunteer designated to follow up with people who might be having
difficulties dealing with sensitive issues. These individuals ask questions such as, “What
came up for you?” or “What was challenging about naming that ‘elephant’ in the room?”
during trainings and workshops.

Non-English Speaking Mediators. Several centers emphasized an importance in having
non-English speaking mediators as a way to address issues of diversity in their
communities. In particular, there was a common theme of a desire to train Spanish-
speaking mediators. Some centers teach the Basic Training in English with Spanish-
speaking translators and materials in Spanish. Others have outreached to Latino groups
in order to draw more Spanish-speaking mediators into their pool.

Agency Commitment. Several respondents who have been working in this area for
years noted that it was only possible to be successful in this venture if the agency itself
had a commitment to do the preparation work: work that includes preparing staff, board,
and mediators to learn potentially new ways of training and working, to be
uncomfortable, to share personal experiences, and to commit as individuals and to each
other to do this challenging work. One respondent had a single piece of important advice
for centers beginning to work on issues of diversity: “Have lots of internal conversations
within your organization.” This respondent felt strongly that the success of their center
was firmly rooted in the fact that a commitment to addressing diversity issues “came
from the ground up.” In other words, the center staff and board were committed early on
to making diversity a priority. It became integrated into the agency, but only through
ongoing internal conversations is it possible to remain successful in this commitment.
This requires, according to one respondent, the agency creating a “safe space” where
staff, board, and mediators can learn about how our own cultural experiences affect our
views in working with one another and with clients. It also requires, in the words of one
agency, a willingness to pledge to “sit in the fire” to work with difficult issues such as
race.

LESSONS LEARNED AND RECOMMENDATIONS

Several important lessons were learned from the pilot project and the evaluation results
reported above. These lessons are summarized below.
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The DRC learned:

1)

2)

3)

4)

5)

6)

Community mediation centers across the country are in a range of different places
in terms of addressing issues of diversity in their communities. Some centers
have been addressing these issues for years, while others are just beginning to do
so. The centers that have been addressing these issues seemed very willing to
share their information and experiences, and the centers who didn’t feel they had
much to offer were eager to learn from other centers’ experiences.

Nearly all of the centers seemed excited about the idea of connecting one another
- particularly on the issues at the root of this study. They seemed interested to
learn about what other centers were doing to address diversity and cultural issues,
and how those experiences could be shared and adapted to help other centers do
the same.

There does not appear to be a single effective model for addressing issues of
diversity in mediation. Rather, centers are engaging in many different effective
strategies, such as outreach into various cultural communities and local agencies,
agency introspection and self-awareness, diversity trainings, and dialogues. The
key seems to be engaging in strategies that are tailored to one’s own community.
There are at least some centers that indicated they are willing to share their
curricula around diversity trainings - either a module in the basic mediator
training or an advanced training in diversity issues in mediation. However, these
centers have proprietary concerns and are willing to share the curricula only at a
fee.

A few centers are willing to share the names of trainers, agencies, and/or
materials. Although some information was already offered and given to the DRC,
issues of recommending and using proprietary information must be addressed
before distribution.

Not all agencies addressing these issues are community mediation centers per se.
Some state organizations and governmental agencies are taking responsibility for
helping community mediation centers address these issues as well.

Based on the findings of the project, several recommendations are warranted. These
recommendations emerged as a direct result of engaging in this study. Although the
purpose of this survey was to elicit information primarily about diversity and mediation
training curricula, it is evident that formal education alone may not be adequate in
addressing the effectiveness of agencies and their mediators in serving diverse
populations in conflict.

1)

2)

Encourage community mediation centers to hold internal dialogues with board,
staff, and volunteers to begin personal and institutional self awareness and “where
are we” assessments on issues of diversity. In dealing with sensitive issues, these
discussions should occur in a “safe place” using trained facilitators and tools and
exercises that have been thought through well.

Encourage community mediation centers to address the diversity of their client
populations and needs through informal internal discussions as well as through
meeting with community leaders.
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3)

4)

5)

6)

7)

8)

9)

Encourage community mediation centers’ board, staff, and volunteers to outreach
into diverse communities in their service area by attending community-based
events and local gatherings.

Encourage community mediation centers to make the diversification of staff,
trainers, trainees, and board members a priority.

Expand into diverse communities by engaging in outreach presentations to social
service agencies, internet marketing of trainings, newsletters for faith-based
organizations, etc.

Offer diversity trainings to agency board, staff, and mediators. Independent
trainers and diversity organizations exist in most cities.

Encourage community mediation centers to incorporate role plays and exercises
in all mediator trainings that include situations and character parts reflecting
different cultural backgrounds and highlighting personalities representing various
social identities, such as gender, race, ethnic identity, sexual orientation, religion,
age and disability.

Determine which materials can be made available for further distribution to
Michigan’s community mediation centers. This may include, among other things,
role plays and exercises, reading lists, and multi-media references that the centers
can tailor to their own communities.

Consider ways of increasing the number of non-English speaking mediators,
providing support to the community mediation centers in Michigan so they can
begin training and using facilitators to connect with outside agencies in the
community.

10) Encourage the centers to use an ombudsperson during trainings to ensure a more

effective training process in dealing with sensitive cultural topics.

11) Work to maintain and strengthen the important connections that have been made

through this study with centers and organizations across the country. One
potential way of doing this is hosting an annual conference for center
representatives to share with one another what they have learned and where they
are in the process of addressing diversity issues in mediation.

12) Encourage the Michigan State Court Administrative Office to implement

standards of excellence in diversity, including, for example, designing and
offering diversity workshops and encouraging Michigan’s community mediation
centers to reflect the demography and diversity of their service areas.

In conclusion, this pilot study illuminated a broad range of practices and experiences
from which the DRC and SCAO can continue working to enhance the effectiveness of
community mediation centers. Information was gained and relationships were built.
Although this was simply another step in the process of addressing issues of diversity in
mediation, the step was an important one. The ongoing success of both the DRC and
SCAOQ?’s efforts in this area will depend upon their continued commitment to implement
necessary changes agency- and state-wide. Michigan is positioned to move forward in
this field, but in order to do this it must continue along in the process and use this study
as a springboard for follow-up actions in this area.
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Appendix I: Cover Letter Inviting Centers to Participate in Study

What diversity trainings are offered by other community mediation centers?
How do community mediation centers address increasingly diverse clientele?

Respond to this brief online survey and we will send you the results.

By responding to this brief online survey, you can join other community mediation
centers in learning more about how they address issues of diversity in mediation! The
survey consists of 15 questions and should take no more than 15 minutes to complete.

PLEASE RESPOND BY JULY 31st*
http://www.surveymonkey.com/s.aspx?sm=nkIM9nMo9cL Lie6rgQCmwA_3d_3d
(click here or paste into web browser to access survey)

PROJECT DESCRIPTION

Cultural identity is not always understood and addressed effectively in the field of
mediation. Race, gender, sexual orientation, age (both older adulthood and adolescence),
socio-economic disparity, and disability are often the "elephant in the room" when people
are attempting to resolve a conflict.

The Dispute Resolution Center in Ann Arbor, Michigan is conducting a study of diversity
trainings and initiatives used by community mediation centers across the country. This
project is funded in part by the Office of Dispute Resolution, Michigan Supreme Court,
which also financially supports Michigan’s network of 20 Community Dispute
Resolution Program centers.

Our goal is to research best practices used in Community Mediation Centers, especially
in regard to diversity training. We are interested in discovering what efforts, if any, have
been made by centers to enhance mediator skills, overcome apprehension and
unconscious behavior, enlarge mediator pools and serve multi-cultural constituents more
effectively.

For more information about this project, please contact:

Belinda Dulin, Executive Director
The Dispute Resolution Center, 110 N. Fourth Ave., Ann Arbor, Michigan, 48104
(734) 222-3788
dulinb@ewashtenaw.org
www.mimediation.org
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Please reference "Community Mediation Diversity Scoping Study" in the subject line of
your e-mail.

*Identifying information by respondents will be confidential to The Dispute
Resolution Center and all data will be released in aggregate form.

Important: This email message may contain confidential, privileged information. It is
intended exclusively for the party addressed. If you receive this message in error, please
notify the above sender by telephone IMMEDIATELY. Any disclosure of the information
to individuals other than the addressee may be governed by law.
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United Nations Convention on the Rights of Persons with Disabilities

The United Nations Convention on the Rights of Persons with Disabilities and its
Optional Protocol was adopted on 13 December 2006 at the United Nations
Headquarters 1n New York, and was opened for signature on 30 March 2007.
There were 82 signatories to the Convention, 44 signatories to the Optional
Protocol, and 1 ratification of the Convention. This is the highest number of
signatories in history to a UN Convention on its opening day. It is the first
comprehensive human rights treaty of the 21st century and is the first human rights
convention to be open for signature by regional integration organizations. The
Convention entered into force on 3May 2008.

The Convention marks a "paradigm shift" in attitudes and approaches to persons
with disabilities. It takes to a new height the movement from viewing persons with
disabilities as "objects" of charity, medical treatment and social protection towards
viewing persons with disabilities as "subjects” with rights, who are capable of
claiming those rights and making decisions for their lives based on their free and
informed consent as well as being active members of society.

The Convention is intended as a human rights instrument with an explicit, social
development dimension. It adopts a broad categorization of persons with
disabilities and reaffirms that all persons with all types of disabilities must enjoy
all human rights and fundamental freedoms. It clarifies and qualifies how all
categories of rights apply to persons with disabilities and identifies arcas where
adaptations have to be made for persons with disabilities to effectively exercise
their rights and areas where their rights have been violated, and where protection
of rights must be reinforced.

The Convention was negotiated during eight sessions of an Ad Hoc Committee of
the General Assembly from 2002 to 2006, making it the fastest negotiated human
rights treaty.

-- http://www.un.ore/disabilities/default.asp?navid=12&pid=150

From Article 13, Access to Justice:

States Parties shall ensure effective access to justice for persons with
disabilities on an equal basis with others, including through the provision of
procedural and age-appropriate accommodations, in order to facilitate their
effective role as direct and indirect participants, including as witnesses, in all
legal proceedings, including at investigative and other preliminary stages.
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