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Organizational Diversity Inventory  

1.  Does your organization have ethnic diversity goals?  Can you list one of them? 
Cru’s diversity goals, encouraged through our Oneness & Diversity team are not 
numeric, but rather stem from our mission, vision, and purpose: 

● Our Oneness & Diversity Mission: Learn and respect one another’s ethnic 
& cultural differences, grow together in unity, and love one another 
genuinely  in order to be more effective in fulfilling the great commission. 

● Our vision is to become an organism of believers, uniquely woven 
together to create a beautiful tapestry of Christ.  

● Our plan is to help shape a unified community that increasingly values 
ethnicity, age, and gender. 

● Our Purpose is to Foster an environment where everyone, regardless of 
his or her ethnicity, age or gender, feels loved, respected and valued and 
has an opportunity to live out their missional calling. 

2.  How are your organization’s ethnic diversity goals communicated publicly and 
internally? 

We have a Oneness & Diversity statement that is available for all staff and 
publicly located on our website. Our team also goes through this statement and 
its purpose with New Staff at their orientation and at conferences. 

3.  How would your organization define success in achieving ethnic diversity and 
what would it look like?  

When we have an environment where everyone, regardless of his or her 
ethnicity, age or gender, feels loved, respected and valued and has an 
opportunity to live out their missional calling. This doesn’t mean that everyone 
necessarily gets their way all the time, but that they feel heard and respected.  

4.  Does your organization have a diversity task force and budget?  How are they 
used? 

Cru has implemented the Oneness & Diversity teams (core team and an indirect 
team that represents each ministry within Cru). This team gets an annual budget 
from Cru and also has a funding coordinator who raises support.  
Some of the budget is delegated to travel as the team builds alignment and 
ministers to staff. Other portions of the budget are delegated to help BIPOC staff 
in need of financial support or to help develop people to do ministry holistically.  
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https://drive.google.com/file/d/1afHkmy99JcZYQaNovZqHWk36TVnsrKQR/view?usp=sharing
https://www.cru.org/us/en/about/oneness-and-diversity.html
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5.  Does your organization have a curriculum for ongoing training in diversity and 
inclusion? 

Different ministries of Cru have created or recommended various tools for their 
ministries.  

● The Campus High School ministry and Family Life have partnered with 
“Be the Bridge” to use their curriculum.  

● Several ministristries have used the Intercultural Development 
Inventory assessment for their staff teams.  

● The Campus ministry created a 19-lesson curriculum including devotionals 
for each lesson that is available for staff only, called “Our Cultural 
Journey” 

● Athletes in Action has developed a 5 day intensive developmental platform 
called the Lenses Institute that they implement approximately 5 times a 
year around the country.  

6.  How is your diversity training implemented, and how are members held 
accountable for its completion?  

Cru and the Oneness & Diversity team doesn’t mandate training, but each of our 
representatives encourage their ministries to pursue development. Some ministries, like 
Athletes in Action and Campus, have teams that ideate and cultivate tools and 
programs for their staff.  
 
*Some ministry Executive teams or Leadership Development & Human Resources 
departments mandate their staff to go through developmental training.  

7.  How does your organization communicate to people of color that they will be 
welcomed, celebrated, and given room to fully contribute?  

At this time, Cru is still building a culture in which BIPOC staff will feel welcomed, 
celebrated and given room to fully contribute. Each ministry does this differently, some 
with more success than others in giving hope to their BIPOC staff.  
 
The Oneness & Diversity team encourages its representatives to point people to Jesus, 
not the ministry. We want people to serve where God calls them to invest their talents 
for His glory.  
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https://bethebridge.com/
https://bethebridge.com/
https://bethebridge.com/
https://idiinventory.com/
https://idiinventory.com/
https://core.cru.org/enrol/index.php?id=71
https://core.cru.org/enrol/index.php?id=71
https://core.cru.org/enrol/index.php?id=71
https://core.cru.org/enrol/index.php?id=71
http://lensesinstitute.com/
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8.  How ethnically diverse are your current staff and leadership, promotional 
platforms, and mobilizing/recruiting practices? 

Currently, approximately 13% of all staff in the United States have identified as 
people of color. Since Cru was founded in 1951, a major practice in hiring or promoting 
staff was through relationships. We are currently working on changing this culture to 
develop more inclusive processes so that more people have an opportunity to seek the 
Lord in regards to their best next step.  

● Our Global Board: 3/10 BIPOC and 2/10 women 
● US Executive Team: 3/18 BIPOC and 3/18 women 
● There are no Latinx, Native Indigenous or Pacific Islander people in any 

Executive Leadership positions with any of our ministries and few Black, Asian, 
and South Asian. 

 9.  Does your organization have current or historical values, traditions, language, 
practices that may not feel welcoming to people of color? 

Unbeknown to the founders of Cru in 1951 and it’s immediate adopters and 
followers, there are many unconscious biases built into the sustaining systems and 
practices of Cru that are not welcoming to people of color. Here are a few examples: 

1. Tools: We have been developing several short-term teams to create tools for 
evangelism, discipleship, and leadership development that are more inclusive than 
those previously used.  

2. “Leadership” Culture: Qualifications for a leader are often viewed through one's own 
culture and so has marginalized BIPOC & female staff looking to be developed.  

3. Development: Cru has historically valued development and has communicated such 
to it’s staff, but when it comes to developing cultural intelligence, there has been a 
lack of formal commitment or enforced practice.  

4. Debt policy: Our current debt policy prohibits someone from joining staff with a 
certain amount of debt. This marginalizes a large portion of BIPOC staff who have 
historically suffered from systemic racism and conscious bias that prevented them 
from building financial capital.  

5. Hiring policy: Our current application asks about certain immorality, but not all. There 
is nothing on the application to indicate that a person who struggles to love their 
neighbor because of how that person looks can’t join our staff.  

6. MPD: The process of raising funds through ministry partners who give willingly does 
not take the historical reality, or cultural values of BIPOC staff into consideration. 
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10.  What welcoming practices for people of color has your organization adopted 
or still need to adopt? 

Everyone has bias, but when one is not aware of their own bias, they can easily 
marginalize others. Cru has over 7,300 staff, 13% of which are BIPOC - The environment 
currently consists of microaggressions, lack of knowing cultural self, and criticism for different 
opinions/expressions. 

Some welcoming practices the Oneness & Diversity team continues to keep is a 
biannual dinner for all BIPOC staff, intern and new staff break out rooms, and open access to 
our team. 
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