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1.  Does your organization have ethnic diversity goals?  Can you list one of them? 
We are committed to fostering an environment where all people are seen, heard and 
valued. A safe place where our differences are celebrated and used as our greatest 
asset in service to the world. 
 
2.  How are your organization’s ethnic diversity goals communicated publicly and 
internally? 
We have a “Belonging” landing page on our website that is accessible to both internal 
and external audiences. 
 
 We use corporate communication pieces (email, events, announcements, internal 
digital platforms) to communicate vision, values, goals, and progress on a regular basis. 
 
3.  How would your organization define success in achieving ethnic diversity and what 
would it look like?  
To be a diverse organizational culture where everyone belongs and thrives; where each 
individual is valued, and diversity is represented throughout every facet of our 
organization. 
 
4.  Does your organization have a diversity task force and budget?  How are they used? 
Yes. We have an Exec. Vice President for People & Culture that leads our Diversity, 
Inclusion & Belonging Team. We have hired a Strategic Coordinator and an external 
D&I Consultant to give priority to this Board mandated strategic initiative. 
 
History - There are in depth reports these few excerpts are taken from 
Wycliffe has a long history of attempts towards diversity and has always had a place in 
it for diversity, whether it was age, gender or ethnicity. For most of the entire history, the 
majority population in Wycliffe has been predominantly white.  
 
Mid-80;s Active engagement efforts in Asian communities.  
Early 90’s Active engagement efforts in African American communities.  
Late 90’s - Active engagement with the Hispanic communities.  
2000- Ethnic recruitment departments (African American, Chinese, Korean, Hispanic) 
 
2004- Go Global, African African VBS curriculum developed by Wycliffe in partnership 
with Urban Ministries Incorporated of Chicago.  
 
2005-2006 Mosaic Commission appointed by former President, Bob Creson to study 
diversity in Wycliffe USA, including impediments to ethnic diversity.  

● Utilized outside consultant Dr. Jeanne Porter; Dr. Jeanne Porter recommends we 
appoint someone of cultural diversity to the senior leadership team. however 
those efforts failed.  

. 
2006- Ethnic diversity departments closed- perceived as failure 



2006- Mosaic Commission was formed- tasked with creating direction and momentum 
on our journey of diversity. Basic training course for all staff on oneness in the Christian 
body.  
 
2008 - “Building a More Biblically Diverse Community” new diversity training program for 
all staff eventually evolved into Mosaic Basic Course. This course ran thru 2016. 
 
2010/2011 We added roundtable discussion at our weekly corporate times  
 
2012-2014 Diversity champions from various departments across the organization. 
 
2013- Dr. Sam Barkat appointed as Chief Organizational Development Officer with 
primary focus on diversity. In 2017 Diversity Commission was commissioned with the 
focus on Wycliffe’s diversity journey thus far.  

● Sixteen staff members of various ethnic and racial backgrounds were asked to 
join. 

● There will be smaller task groups focused on studying the history of specific 
ethnicities and biblical principles of diversity, organizational policies and 
procedures, training for various staff levels, and other related materials and 
resources necessary. 

 
August 2020- Jose de Dios appointed as the full-time Hispanic Executive Vice President 
of People and Culture. Intentional efforts with missiological reflections for Executive, 
Senior Leaders, and Staff in various departments.  
 
 
5.  Does your organization have a curriculum for ongoing training in diversity and 
inclusion? 
Working closely with our D&I Consultant, we have networked with leading cross-cultural 
coaches and will be implementing ongoing training from the Executive Leadership Team 
to each department and staff member.  
 
We are using focus groups and roundtable conversations, as well as missiological 
reflections. We are beginning to develop implicit bias and cross-cultural training 
resources in partnership with our Training and Development department. 
 
At the direction of our President and spiritual formation team, we have started doing 
team devotional times within each department with intentional content focusing on 
loving God and loving others.  
 
 
6.  How is your diversity training implemented, and how are members held accountable 
for its completion? 
Our leadership has taken ownership of this pertinent and crucial initiative. We have 
mandated quarterly training and are facilitating various avenues to introduce topics and 
have crucial conversations. Our leadership has been challenged to integrate diversity 



awareness and training in each communication & system and process. Additionally, 
they are meeting one-on-one with our D&I executive coach and are to complete 
quarterly accountability surveys. 
 
7.  How does your organization communicate to people of color that they will be 
welcomed, celebrated, and given room to fully contribute? 
We celebrate our ethnic diversity by actively participating in Heritage Awareness 
months (eg. Black History Month, Hispanic Heritage Month). 
 
We recently initiated our Diversity, Inclusion & Belonging Roundtable- an internal 
advisory group representing our varying backgrounds to engage with listening, strategy 
development and feedback as an initiative to provide space at the table for full 
contribution. 
 
8.  How ethnically diverse are your current staff and leadership, promotional platforms, 
and mobilizing/recruiting practices? 
 

● Board Directors (15)-  
○ Hispanic or Latino: 7% 
○ Black/African/African American:13% 
○ Asian/Native Hawaiian/Other Pacific Islander: 13% 
○ White:67% 

● Senior Leadership and Management (159)- 
○ Two or more: 0.6% 
○ Black/African/African American:3.1% 
○ Asian/Native Hawaiian/Other Pacific Islander: 3.1% 
○ Hispanic or Latino: 4.4% 
○ White: 68.6% 
○ Declined to respond: 20.1% 

● Staff (4,293)- this may include retired, inactive staff  
○ Black/African/African American: .06% 
○ Two or more: 0.7% 
○ Asian/Native Hawaiian/Other Pacific Islander: 1.6% 
○ Hispanic or Latino: 1.7% 
○ White: 46.4% 
○ Declined to respond: 48.9 % 

 
Mobilization/Workforce Planning, Recruiting: 

● In years past we invested heavily in “ethnic” specific recruiters and promotional 
materials - Black, Hispanic and Korean. This was abandoned for various 
reasons. In recruiting it seemed to cause labeling and confusion related to 
follow-up activities.  

● Where we recruit is a primary factor. Colleges where we have traditionally 
worked are majority white. Finding new places and ways to serve and engage 
students, and working adults of color in Christian communities/churches, is our 
greatest challenge to find answers to and overcome. Covid has made this more 



difficult in some ways, but has also helped us take action on developing and 
utilizing online resources.  

● Utilizing LinkedIn and Handshake provides us with better tools to identify, serve 
and engage a greater number of underrepresented people.  These efforts are 
new in the past year and are being developed and utilized with this in mind.  

● In strategic planning the topic of how we recruit more people of color is a critical 
one.  

● We are intentional about how ethnicity and variety of employment/service types 
are represented in our images when designing display, promotional materials, 
email and website content to show and invite diversity. 

● There is a realization and willingness to evaluate and consider changes to 
funding structures and partnering with church communities in new ways.  

 
 
9.  Does your organization have current or historical values, traditions, language, 
practices that may not feel welcoming to people of color? 
We are currently assessing our organizational HR practices, internal and external 
communications, systems and processes, and even examining our common spaces 
throughout the building to see if they foster community and reflect diversity through art, 
image, languages, etc. 
 
10.  What welcoming practices for people of color has your organization adopted or still 
need to adopt? 
 

● We continue to look at how to do this more and more.Currently, in our new member 
training program, we meet with each individual or couple in order to give them a 
personalized welcome and get to know them and get a feel for how we can best 
serve them. 

● We spend time at new staff orientation sharing our cultures and celebrating things 
about each other. 

● We have a time of break w/ a snack or meals from other cultures.  
● We are looking at  how to learn and implement better understanding of how different 

peoples celebrate milestones 


