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. INTRODUCTION

In June of 1998, the American Association of Museums
(AAM) announced the establishment of a special coalitionto
increase diversity and multicultural awarenessin museums
and cultural organizations. The AAM Ethnic Coalition
brought together members of the AAM Asian Pacific
American Professional Interest Committee (PIC), the AAM

Latino Network PIC, the AAM Native Americans and

Diversity includesall
characteristics and
experiences that
define each of us as
individuals; race,
ethnicity, sexual
orientation, language,
class, age, employ-
ability, education,
geographiclocation/
origin, physica
abilities, and the
diversity of the

Museums Collaboration PIC, and the Association of African American Museums.

Thismulticultural group expanded in May 1999 to includethe AAM AIDS Network,

the AAM Alliance for Gay and Lesbian Concerns PIC, the Council of American

Jewish Museums, and the AAM Universal Design, Accessibility, and Services

Committee and wasrenamed the AAM Diversity Coalition.

Representativesfrom the Diversity Coalition meet monthly in Washington, D.C.,
to develop strategies for increasing diverse perspectives within AAM’s programs and
services, including the annual meeting and professional education seminars. Sincethe

creation of the coalition, the 2000-2001 annual meetings have presented over sixty-five

sessions that focus on multicultural issuesin museums, the majority of which were

developed by coalition members.




The coalition also hasraised in excess of $10,000 for scholarshipsto facilitate the
participation of ethnic minoritiesand other under-represented groupsin annual meetings

and professional education programs of AAM. Asaresult, the

association has awarded 35 scholarships to museum profes-
. . . “Musaumsexistto
sionals from diverse backgrounds and interests to attend the celebratethe
richnessof the
diverse

2001. communitiesthat

e..”
At the annual meeting in Baltimore, Maryland, May 10- V[\)lgr?:&/

14, 2000, Freda Nicholson, chair of the AAM Board of Direc- | DPuckworth,
Director, The

tors, and Irene Hirano, vice chair, met with the leaders of the | BishopMuseum,
Hawa'i

annua meetings and professional education seminarsin 2000-

AAM Diversity Coalition for adialogue. Members of the coa-

lition discussed their concerns about the association’s commit-
ment to diversity in al of its activities, including increased resource allocation to affect
systemic changethat includes AAM pan-organi zational accountability to advance diver-

Sity issues.

At thismeeting, the coalition |eaders requested board participation in astrategic
planning meeting to discuss diversity issuesin depth and to outline a plan of action
for the association leaders. Immediately following the November 2000 AAM board

meeting in Washington, D.C., agroup of participants from the AAM Board of
Directorsinteracted with representativesfrom the AAM Diversity Coalitionin atwo-

day strategic planning meeting.



1. METHODOLOGY

On November 17-18, 2000, a group of volunteers from the
. . . . “Museums
AAM Board of Directorsmet withleadersfromtheAAM Diversity | 2o i
Coalition to identify and discuss diversity issues of concern to mu- ‘;itt*;e_rb‘;g‘dm“'
seums in the United States. The group worked collectively to es- ieréstitut_ion:l—
ucation
tablish priorities and to identify key issues that affect the future of | ingitutions,
librari
the diversity of museums and their communities. Fl,uﬁfg evi-
s'on—_in
To help guide these discussions, New Visions: Tools for ;[EL%LE
about
Change™, an innovative dialogue and discussion process was diversity.”
AnnMintz,
used throughout the meeting. Developed by the AAM for not- ggf;‘;? .

for-profit cultural organizations, New Visions is a process of

inquiry and strategic thinking that hel ps groups of peopleto work collectively.

It provides aframework for new ways of thinking, interacting, communicating, and
planning for a*learning organization,”—one committed to continuous cultivation of
Ideas, attitudes, and abilities—in other words, aframework for acommitment to

making change a positive, generative force that permeates the organization. With New



Visions, a group can learn how to make decisions that move an organization to-
ward broad-based improvement and change.
Therearefour principalsthat guide the New Visions approach:

1. Dialogue is a form of communication that encour- | “Diversityisa
reality. The next
ages learning based on mutual respect. step is to address
o . . how the strengths
2. Assessment helps participants consider their current | of diversity can and
. . should be promoted
Situation. a5 5 asset to
3. Vision stimul ates thinking about future directionsfor ﬂ;ﬁ?ﬂs
change. Lomawaima,
Associate Director,
4. Action mobilizes change.

Using these principles, the AAM board/DivCo group
began by identifying issues surrounding the topic (see Appendix A). The group nar-
rowed thislist to the eleven most critical issuesfor the next two to three years (see page
7). On the second day, the group assessed the current situation for each issue, envi-
sioned what could be achieved by the year 2004, identified three priority issues, and
recommended five action steps based on these priorities to serve as an Agenda for

Action.



[11. AGENDA FOR ACTION

AAM Strategic Agenda

To help museum anticipate and repond to issues so that they
may suceed inserving communities’ changing needs.

Continue to work to promote diversity in museum staff, programs,
governance, and audiences.

a) Reaffirm and adapt AAM policy statements to encourage
museums, as appropriate, to diversify their staffs, boards, and
volunteer groups.

b) Encourage the AAM’s three Councils and other affiliated groups
to incorporate greater diversity into their memberships,
programs and goals.

C) Seek to provide diverse nominees for the AAM Board through
the Nominating Committee.

d) Seek and appoint members from diverse backgrounds to serve
on AAM committees.

€) Assist museums to reach audiences from diverse backgrounds
through programs and educational opportunities.

f) Seek and appoint members from diverse backgrounds to serve
on AAM committees.

g) Continue the scholarship program for AAM’s annual meeting,
and other professional education programs, with a priority
given to museum professionals of color.




The group used the above citation from the AAM Strategic Agendaasaguideto identify

the following eleven statements as the most critical issues facing museums with regards

todiversity:

Eleven Statements

America’'s museums as ingtitutions collectively recognize and respond to the full
diversity of America.

Museums wel come change and are willing to adopt that change and adapt their
policies and programs.

Museums have astrong sense of stewardship in preserving the cultural heritage of the
broad diversity of the American community.

Museums recruit and retain members of governing bodies that reflect the diversity of
the community.

Museum governing bodies clearly understand their roles and responsibilitiesin
leading an organization that serves a diverse community.

Museum volunteers are representative of thefull diversity of the community.
Museum volunteers and their organizations are open and willing to change to reflect
community diversity and itsvalues.

Museum |leaders have assumed the responsibility of nurturing the next generation of
|leadersthat better reflect the diversity of their communities.

Museum programming isrelevant and responsiveto the diversity of our communities.
Museums are allies with other community-based institutions (especially education
and libraries, publictelevision, cultural heritage sites, scientific organizations)
Museum communities embrace and exercise ownership in their museums as diverse

organizations and as community resources.



V. PRIORITIES

Fromthislist, the group identified the following prioritiesfor the next threeto five years:

Museums recruit and retain members of governing bodies that reflect the diversity of
the community.

Museum governing bodies clearly understand their roles and responsibilitiesin lead-
ing an organization that serves adiverse community.

Museum leaders have assumed the responsibility of nurturing the next generation of

leadersthat better reflect the diversity of their communities.

RECOMMENDATIONS

From the list of priorities, the participants developed alist of five key action steps
forfiscal year 2002, making use of current resources.

Involve the Museum Trustee Association and other associations involved in non-
profit governanceissuesinthe AAM Diversity Coalition’sinitiativesand activities.
Initiate a conversation with the Accreditation Commission [and other Programs for
Museum Advancement & Excellence] about incorporating principles of diversity in
the accreditation process.

Encourage funding organizations to incorporate in their guidelines diversity in mu-
Seum governance.

Initiate a mentoring program specifically designed for museum professionals from
diverse backgrounds.

Devel op an enduring mentoring program that creates|ong-term relationships on mul-

tiplelevelsof museum administration to make diversity systemic.



The group also devel oped the following list of recommendations for advancing
diversity initiativesthroughout the AAM and other organizations, some of which
will require additional resource alocation. Consequently, these have not been
prioritized and will require additional discussion betweenthe AAM board, staff,

and thediversity coalition.

» Formalize policies around diversity issues within the AAM, for both members and
staff.

» Build socia capital in the museum field through peer review programs of the AAM.

» Commission a white paper directed and organized from a conference addressing
diversity.

* Examine and influence diversity issues in the new Museum Assessment Program
module on governance.

* InvolvetheInstitute of Museumsand Library Service (IMLS) in advancing diversity
Issues through leadership grants and awards.

* Propose community dialogues around diversity issues to be funded by IMLS.

* Propose funding community/museum exchanges to promote diversity in museums.

» Develop programs and products that assist small museums to target diverse markets
for collections and promote diverse interpretations of their collections.

» Develop high school internships and mentoring programs for museums.

» Develop annual meeting programs that promote museums as a viable occupation.

» Develop and support a national media campaign to promote museums as diverse
educational organizations.

» Create anational museum exchange program.

» Develop an International Partnerships Among Museums (IPAM) module with a spe-

cial focus on diversity issues



Include graduate and undergraduate students in both museum specific and discipline
specific programs.

Strategize about how to successfully include groups and individuals external to the
AAM membership.

Seek increased funds for museums to recruit and retain diverse staff members.
Create and endow a sabbatical program for senior staff.

Create more internship and scholarship opportunities for professionals entering the
fidd.

Develop a“best practices’ publication around diversity in museums.

Develop and market programs and products to amore inclusive museum community.
Develop abibliography of resources on diversity issuesin the workplace for
museums.

Encourage funding support to develop local consortiumsto address diversity issues.
Promote funding to encourage thinking and writing about the profession and
diversity.

Develop programs to assist rural and low-income communities to access museums

viatheInternet.
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APPENDI X A - Participants

Project Personnel

Manager: John T. Suau, Manager, Meetings, Professional Education & Diversity
Facilitator: Jerold Kappd, Director, Devel opment

Assigtant: Ingrid Denis, Special Assstant, Policy and Programs

AAM Board of Directors

LyndaBourgue-Moss, Director, Western Heritage Center

ThomasE. Chavez, Director, Palace of the Governors, Museum of New Mexico
W. Donad Duckworth, President, Director and CEO, Bishop Museum, Hawaii
IreneHirano, Director, Japanese American National Museum, LosAngeles
Hartman Lomawaima, Associate Director, Arizona State Museum

PatriciaMiller, Executive Director, IllinoisHeritage Association

AnnMintz, Director, BerkshireMuseum

ClaudiaOakes, Assistant Director for Operations, Utah Museum of Natural History
TerrieRouse, Executive Director, African American Museum of Philadelphia

A.T. Stephens, Vice President for Programs, African American Museum of Philadelphia

AAM Diversity Codlition

Laurie Baty, Deputy Director of Collections, U.S. Holocaust Memorial Museum

Mary Brady, Liaison, President, Integral Design Consulting Group

BruceC. Craig, Chair, Director, Smithsonian Center for Education and Museum
Studies

LouisHicks, Director, AlexandriaBlack History Resource Center

PollyannaNordstrand, Exhibits Planner, Harpers Ferry Center

Susan Secakuku, Program Speciaist, Community Services Department, National
Museum of the American Indian, Smithsonian Ingtitution

Stacey Suyat, Program Specidist, Smithsonian Ingtitution, Office of the Provost

Jose Ortiz, Manager, The Cloisters(The Metropolitan Museum of Art)

VilmaOrtiz, Assistant Manager, Discovery Room, National Museum of Natural History

Barbara Stratyner-Cohen, Curator of Exhibitions, TheNew York Public Library
for the Performing Arts

AAM Staff

EdwardH. Able, Jr., President and CEO

VictoriaGarvin, Assstant Director, Professiona Education
Dean Phelus, Director, Meetingsand Professiona Education
Karen Topping, Peer Reviewer Manager

PatriciaWilliams, Vice President, Policy and Programs



APPENDIX B

To provide context and structureto the ensuing dia ogues, participantswere asked to examinethe past ten
yearsof devel opmentsaround diversity, from the perspectivesof society andthemuseumfield. Theanaysis
wasframedinfive-year intervals, from 1990 to 1995, from 1995 to 2000, and then astatusquo analysis
wasmadefor theyear 2000. Followingthisanayss, participantsdevel oped alist of critical issuesfor 2000

to 2005.

Environmental Scan: 1990-95Society

*  Americanswith DisabilitiesAct

o AffirmativeAction

o Ageism

* Education

*  Economic Recovery

* AIDS(workplaceissues)

* Hedthcareissues

» Choiceof languageuse(regiona language useredtrictions)
» Political Correctness




APPENDI X B —Environmental Scan: 1995-2000

VI.  Society

* Economicrecovery

* Economic polarization (i.e., growing gap between upper- and lower- classes)
* Emergenceof anouveaux richeclass

*  Globa economy (NAFTA)

*  Technology booms

*  Homeenvironment

* Dot.comeconomy

» Accderating concernfor public education

* “Vaues’ debate

» Backlashagaing affirmativeaction

» Fasttrack language

e Immigrationissues(denia of services)

» Highly publicized hatecrimes

» Gay protest/gay backlash

* Domedtic partnership

» Didgributionof the AIDS*cocktail” (new medical treatmentsthat assist HIV + patientssurvive)
* Moremoney for AIDSresearch

»  Optictechnology (cell phones, satellites)

* Revidgonighigory

»  Graying of America—Boomersturn50

* FirgU.S. president from non-WWII generation

* Increaseof drugtestinginworkplace

» Dedlineincrimeandincreaseinincarcerationsand executions
»  Sexud harassment lawsuitsontherise

» Reorganization of privateand public sectors

* Republican Revolution—Budget cutsinNEA, NEH, CPB
»  Government shutdown

*  Minority/Mgority Issues—*Browning” of America

»  Environmental movement —Greenindustry boom



APPENDI X B - Environmental Scan: 2000
Society

» Moreeconomic polarization

* Fearof globdization

* 1995issuedattitudeshardened

*  Economyflat

» Largegapsbetween societal groups

*  Two-incomefamilies

* Full employment

» Acknowledgement that “ peopl€”’ are most important resource
»  Thirdworld embracestechnology

»  Economicuncertainties—technology field
* Energy costsontherise

* Riseof ‘gated communities

» Diversefoodsintheeconomy

» Conglomeraionof ‘diversty’

»  Continued declinein public education

» Sdf-employmentincreases

*  Women-owned businesses

*  Awarenessof world hedthissues

* Newdefinitionsof family

*  Employment competition

» Chronicdisease

e Tdecommuting

* Youthandtechnology

»  Population movement—re-urbani zation

*  Geatrificaion




APPENDI X B - Environmental Scan: Critical | ssuesof Diver sity 2000-2005

Training museums' governing bodiesabout thevauesof diversity
Increasing thediverdity of museumvolunteers

Changein operating proceduresfor museumsto addressdiversity of staff
Increased training for staff to addressdiversity inthemuseum
Better training about “how” diverse staff can work together
Diversity inmuseum studiesprograms

Interest groupsinfluencing valuesand activities

Accessihility issuesfor virtual and actual museum programs
Workforcedevel opment

Relevance of programsto diverseaudiences

Changein senior management

Responsihility to nurture next generation of museum professonas
Unionimpact (their agendaspush diversity)

Better understanding of audience(s)

Understanding thecommunity

Multi-languageissues

Nature of themuseum experience

Conflictsserving diverse aspectsof thecommunity



APPENDI X C —Questionsand | ssues Raised

* Doesamuseum haveto bereflective of thediversity of the United States or of its specific community?

*  Whatif themuseum doesnot vauediversity?

* Isthereavauecomponent to diversity?

*  How havemuseumsactualy changed?

* Istheincreaseof morediversestaff aresult of theincrease of moreculturally specific museums?

» Itwasnoted that athough racism existsamong Americans (African Americansand Anglos), thereisa so
muchracismwithin different cultural and/or ethnic groups.

16






